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While there is widespread agreement that globalisation has affected developments 
across the globe, there is no consensus on the nature and significance of this impact on 
labour legislation, affirmative action, and labour relations at a workplace level. With 
specific emphasis on Zimbabwe, one view is that globalisation has brought about low 
job security, poor salaries, deplorable working conditions, and a high level of income 
differentials between lowly and highly paid workers. Another is that globalisation brought 
with it foreign direct investment and employment creation. This dichotomy required the 
Zimbabwean government to introduce labour regulations and policies in line with 
globalisation trends, whilst at the same time try to bring some balance between 
employees and employer’s needs. The consequences have had both positive and 
negative effects for employees and employers, and have consequently influenced the 
nature of employment relations at workplace level in Zimbabwe.  It is against this 
backdrop that the study sought to understand the impact of globalisation on labour 
legislation, affirmative action, and labour relations in Zimbabwe.  
 
The objective of the study was to understand the impact of globalisation on labour 
legislations for employees and employers, whilst explaining the phenomenon of 
globalisation, as it relates to labour relations in Zimbabwe. Furthermore, it sought to 
establish the extent to which affirmative action policies have helped to ameliorate the 
adverse impact of globalisation on labour relations in Zimbabwe. The final objective of 
the study was to proffer mechanisms that could ameliorate challenges posed by 
globalisation on labour legislation, affirmation action, and labour relations in Zimbabwe. 
To achieve these objectives, the study adopted a qualitative research approach based 
on the interpretivist research paradigm entrenched within a phenomenological research 
strategy. After obtaining informed consent, data was collected from a purposive sample 
of 14 participants. Twelve (12) participants participated in face-to-face semi-structured 
interviews, while two participants wrote memoirs detailing their experiences, 
perceptions, and views regarding the phenomenon in response to the semi-structured 





The research findings showed both positive and negative impacts of globalisation on 
labour legislation for employers and employees. Identified positives for employees 
included: provision of workplace democracy; employees’ rights; protection against unfair 
labour practices; and promulgation of anti-discrimination laws. However, the negative 
impacts of globalisation on employees were noted as: increased casual and temporal 
employment contracts; rising retrenchments; non-compliance with labour laws, 
particularly in the special economic zones (SEZ); use of cheap labour through 
outsourcing and labour brokering; and breach of minimum wages regulations. 
Participants agreed that globalisation has more negative effects on employees than 
positives. Whilst the findings revealed severe negative effects of globalisation on 
employees, it seemed to impact positively on employers in the form of liberalisation of 
retrenchment laws, creation of SEZ, cheap labour, flexible contracts of employment, 
increasing use of outsourcing, and labour brokering. These seemed to outweigh the 
negative impact on employers such as removal of employers’ unilateral rights to 
decision making in relation to conditions of service, and summary dismissals. More so, 
the findings revealed that globalisation inspired the formulation of affirmative action 
laws/policies to comply with the ILO’s conventions on anti-discrimination, as well as 
workplace democracy. Additionally, the affirmative action policies were meant to address 
injustices perpetuated against some Black indigenous workers in Zimbabwe through the 
introduction of Employee Share Ownership Schemes and empowerment programs, 
which, however, did not succeed because employers and investors resisted these 
policies. It was also found that globalisation increased the power of employers at the 
expense of employees, which adversely affected the nature of the labour relationship in 
such a way that it became one of mistrust and strife, and to an extent that employees 
and their unions only co-operated to ensure their survival.  
 
Hence, to address these challenges posed by globalisation, the current study 
recommends a need to contextualise globalisation factors in line with the Zimbabwean 
situation, rather than implementing globalisers’ demands without assessing their 




should, as far as possible, utilise dialogue and effective communication to resolve 
differences on issues of common interest. Additionally, employee involvement, and 
training and education on globalisation dynamics is necessary for parties to understand 
and appreciate emerging issues in the world of work, and labour relations from a global 
context. Finally, the study proposes an Integrated Labour Relations Conceptual 
Framework. If the above recommendations are adopted, the negative impact of 
globalisation on labour legislation and affirmative action could be ameliorated, which 
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CONTEXTUAL FRAMEWORK OF THE STUDY 
_________________________________________________ 
 
1.1. Introduction  
 
Globalisation created porous borders through integration of international economic 
systems, financial markets, labour legislative frameworks, and human capital exchange. 
The conceptualisation of globalisation, and its definition in literature, is somewhat 
clouded with controversy and acrimonious debate amongst its advocates and critics 
(Lee & Vivarelli, 2006). In economic terms, globalisation is characterised by 
international economic inter-dependence in trade, foreign direct investment (FDI), 
technology, and flow of goods and services (Jaumotte & Tytell, 2007). According to 
Scholte (2005), globalisation involves supra-territorial relationships among people, 
fostered by cultural, political, economic and social infusion. The global connectivity and 
integration in all spheres created international institutional frameworks, increasing 
pressure on countries and societies to assimilate towards international standards (Wait 
& Thibane, 2015). 
  
The globalisation phenomenon led to the rise of transnational companies, which, in their 
search for raw materials, markets and cheap labour, established themselves in different 
countries through acquisitions, mergers, and opening new plants (Collings, 2007). Even 
the behemoths of communist and socialist economies in the 1990s capitulated to this 
new world order (Heng, 2000; Kishore, 2002; Sklair, 2002). In this regard, Ukpere 
(2014, p.158) notes:  
 
“This development saw nations, particularly developing ones, rushing to infuse 
themselves into the capitalist global system, which was reflected by the opening of 





As the tidal waves of globalisation grew, Zimbabwe joined the globalisation bandwagon. 
Backed by the World Bank’s policy of Economic and Structural Adjustment Program 
(ESAP), and through the influence of the Tripartite Negotiating Forum (TNF) and direct 
lobbying by employer boards like the Employers’ Confederation of Zimbabwe (EMCOZ), 
transnational companies in Zimbabwe contributed to formulation of the employment 
relations policy, which led to formulation of labour legislative changes in 1992 
(Sachikonye, 1990).  
 
Nonetheless, failure of the Economic and Structural Adjustment Program widened the 
rift between the poor’s needs and the rich’s plenty. The anti-climax of this initiative was 
that, it threw Zimbabwe into an economic downward spiral, characterised by 
accelerated poverty and negative growth. This was described by the United Nations 
Development Programme (2008) as jobless growth, future-less growth, voiceless 
growth also known as the end of work democracy, and ruthless growth in form of 
increased poverty. The culmination was civil despondency marked by nationwide 
employee uprising (Chiripanhura & Makwavarara, 2000).  
 
Increasing discontentment precipitated government to formulate and add new 
affirmative policies in the form of employee empowerment programmes through the 
Indigenisation and Empowerment Act (2007), as well as the Agrarian Land Reform 
Program of 2002. These initiatives attempted to apprehend and circumvent the adverse 
effects of globalisation through economically empowering marginalised indigenous 
Zimbabweans (Matyszak, 2016).  
 
Without casting a blind eye to current debate on globalisation and labour relations, 
characterised by simultaneously considering the impact of globalisation on economic 
growth and employment (Lee and Vavarelli, 2006), this study focussed on the impact of 
globalisation on labour legislation, affirmative action and labour relations in Zimbabwe. 
To provide a clear research path, the study introduces concepts that form the 




problem, questions and objectives. Furthermore, this chapter also outlines the study’s 
objectives and contributions of this study.   
1.2. Background 
 
The impact of globalisation on employment relations in Zimbabwe has had a dual effect 
(Chiripanhura & Makwawarara, 2000). Arguably, the development of labour legislation 
and labour relations in Zimbabwe from 1980 can be placed in three distinct phases. In 
the first phase, Zimbabwe’s employment relations, during the inception of the country’s 
independence in 1980, were associated with extremely low job security, poor salaries, 
deplorable living conditions, and high-income differentials between lowly and highly paid 
workers, but the economy was relatively developed with high levels of employment 
opportunities (Chiripanhura & Makwawarara, 2000). The government was forced to 
correct this dualistic development without deterring global, investor and transnational 
companies, all of which Zimbabwe’s newly-born nation needed for Foreign Direct 
Investment (FDI).  
 
Following independence, a new principle act, namely the Labour Relations Act (1985), 
replaced colonial labour laws (Industrial Conciliation Act, Employment Act, and the 
Minimum Wage Act) (Sachikonye, 1990). This new piece of law was too protective of 
employees and, according to Madhuku (1998), it made employee disciplining and 
dismissal virtually impossible. Dispute resolution and disciplinary procedures were 
cumbersome, whilst retrenchment was barred. Government set minimum wages to 
close salary disparities, and in the process obliterated an old principle in industrial 
relations, which was to consider the employer’s ability to pay and employees’ right to 
collective bargaining (Shelton & Bingay, 1946). The effect of this conundrum was that 
contracts of employment were no longer under the control of the parties within the 
contract (employers and employees). On the one hand, companies failed to react 
effectively to global changes in the market, as they could not lay off redundant 
employees, leading to over-employment. Conversely, labour complained profusely 
about the none availability of collective bargaining rights, and the ability to contribute to 





The second phase was the ‘labour reformation phase’, when the Zimbabwean 
government succumbed to globalisation pressure and reformed the labour laws by 
introducing the Labour Act of 1992 (in the period 1990 to 1999). Unemployment had 
risen from 12% in the mid-1980s to 26% by the end of 1990 (Dansereau & Zamponi, 
2005). It became apparent that the protective rigidity of the 1985 labour law reforms had 
suffocated economic growth. Markets were liberalised by opening international trade 
through the Economic Structural Adjustment Program (ESAP). Deregulation of the 
labour market gave back the power to employers to hire and fire, introducing minimum 
wage flexibility, while all labour market constraints such as government and union 
intervention were removed (Ncube, Collier, Gunning & Mlambo, 1995). Employers 
welcomed these reforms, and immediately massively retrenched, and casualised labour. 
In this regard, Raftopoulos (1995, p. 12) aptly observes: 
 
 “In the context of ESAP, labour is treated as a commodity and its market is treated 
the same way as commodity markets. Because of a changing work environment 
and influence of globalisation, employers applauded this approach as they desired 
to change the production process in line with the changing environment and at 
relatively little cost.”  
 
The 1992 labour reforms had adverse effects on unions. The introduction of workplace 
negotiating forums (works councils) to negotiate conditions of service, company specific 
codes of conduct, and collective bargaining agreements (CBAs), usurped the power of 
unions, and, more often than not, workers’ committees negotiated poor deals, reversing 
better CBAs that the trade unions had agreed on earlier (Muzulu, 1996). Added to the 
union challenge, was the creation of industry statutory boards, the National Employment 
Councils (NECs), which abolished a single trade union system, causing fragmentation 
of the union into several small, uncoordinated unions, operating through industry-based 
representation (Gwisai, 2006). The Zimbabwe Congress of Trade Unions called a 
nationwide strike against the labour reforms, and advocated review of the ESAP 





As resentment increased against government’s labour market policies, Zimbabwe was 
ushered into a new era in its employment relations, in which Government adopted 
aggressive affirmative action programmes such as employee economic empowerment 
and the land reform programme (Bajaj, 2013). This triggered serious resistance from 
capitalists, prompting massive retrenchments, relocations and subcontracting (Chidede, 
2016). The United Nations (2014), in its review paper, concluded that these 
developments led to massive job losses in all sectors. By mid-2016, more than 229 
companies had closed (Campbell, 2018). The farming industry was the most heavily 
affected, with commercial farms repossessed and distributed to indigenous black people 
through the Agrarian Land Reform Programme. In the agriculture industry, 400,000 farm 
workers lost their jobs (Human Rights Watch, 2002).  
 
Further turmoil was experienced in employment relations after the Supreme Court of 
Zimbabwe issued a radical judgement regarding termination of employment in the case 
of Don Nyamande and Another v Zuva Petroleum (Pvt) Ltd (2015). Employers were 
allowed to terminate permanent employment contracts with a three months’ notice 
period (Uzhenyu, 2016). The Supreme Court Chief Justice (Malaba, 2017, p. 1) termed 
the job losses “genocide of jobs,” as over 6000 employees lost their jobs in a week, and 
an estimated 30,000 by the end of 2015. Employment relations were in tatters, and 
labour wrangles increased as never before (Mucheche, 2017). The labour market 
depicted a perpetuated marginalisation of the proletariats as far back as 1992, and the 
citations below help to summarise Zimbabwe’s labour relations system.     
 
 The FDI empowered transnational companies to influence country, regional and 
international trade policies and labour laws, since these investors control assets in 
more than one country. This led to unstandardised forms of employment regulations 
in Zimbabwe (Schiphorst, 2001). 
 The current bargaining framework of national employment councils at an industry 
level, and works councils at a workplace level, introduced by the state in 1992, 




these institutions are enshrined with victimisation. Labour has less bargaining 
power in cases where employees directly negotiate with their employers, compared 
to situations in which unions negotiate with the employer (Schiphorst, 2001). 
 Zimbabwe relaxed its employee protection mechanism in order to increase labour 
market flexibility. The Labour Act [Chapter 28:01], Section 12, set new requirements 
and conditions for contracts of employment (Gwisai, 2006). 
 Employers in Zimbabwe make use of part-time work and fixed-term contracts. 
Casual labour is offered through agency workers, contracting in and contracting out 
(Gwisai, 2006). 
 Zimbabwe was on the ILO agenda for breaching the declaration on the Fair 
Globalisation Protocol of 2008 (Labour Economic Development Research Institute 
Zimbabwe, 2008). 
 Zimbabwe was on the agenda of the International Labour Organisation (ILO) in 
2017 for breaching ILO conventions 87 and 89 by infringing workers’ rights to 
organise by barring demonstrations and arresting workers who participated in 
industrial action (Ncube , 2017). 
 The ILO criticised Labour Amendment No.5 (2015) for not aligning with its labour 
standards (International Labour Organisation, 2016). 
 
Whilst globalisation pessimists might have perceived globalisation as being pathogenic 
and a catalyst for worker marginalisation, the World Bank (2018) viewed it differently. It 
noted that embracing globalisation is the only solution for economic and labour market 
challenges, which Zimbabwe faced. Globalisation is unavoidable, and resisting it 
through unfriendly labour laws and internal policies leads to firms moving their business 
to other countries, which offer better policies, whilst promoting ease of doing business 
(USAID, 2014). Hence, solutions should be designed to compact the impact of 
globalisation and, at the same time, promote economic growth and ensure tranquillity in 







1.3. Statement of the research problem 
 
Employment relations (ER) have become highly complicated, as the force of 
globalisation continues to pressurise workplaces through technological evolutions and 
ever-changing ways of doing business. Zimbabwean labour legislation is devoid of a 
foundational purpose, and has lagged behind international changes and challenges, as 
all major past labour law reforms have not addressed major changes in the world of 
workplace relations. In fact, employers and employees alike are not pleased with the 
nature of the country’s labour legislation. Workers feel unsafe, whilst employers 
perceive that employment regulations and affirmative action policies are divorced from 
the challenges that globalisation cause (Tiraboschi, 2014). As the regulator, government 
faces increasing pressure from both workers and employers to find a solution for the 
globalisation puzzle. In Zimbabwe, in spite of the host of problems in its labour relations, 
the reviewed literature suggests existence of a gap in the impact of globalisation on 
labour legislation, affirmative action, and labour relations. 
 
1.4. Research questions 
 
The background and research problem led to the study’s research questions, outlined 
below.  
 What is the impact of globalisation on labour legislation for employees in 
Zimbabwe? 
 What is the impact of globalisation on labour legislation for employers in Zimbabwe? 
 To what extent has globalisation influenced affirmative action in Zimbabwe’s labour 
relations?  
 What is the impact of globalisation on labour relations in Zimbabwe? 
 What mechanisms could address challenges of globalisation in the sphere of labour 







1.5. Research objectives 
 
The study’s objectives are: 
 To discover the impact of globalisation on labour legislation for employees in 
Zimbabwe; 
 To understand the impact of globalisation on labour legislation for employers in 
Zimbabwe; 
 To explain the phenomenon of globalisation for labour relations in Zimbabwe;  
 To establish the extent to which affirmative action policies have helped to ameliorate 
the adverse impact of globalisation on labour relations in Zimbabwe; and   
 To suggest mechanisms to address challenges posed by globalisation for labour 
legislation, affirmative action, and labour relations in Zimbabwe. 
 
1.6. Motivation for the study 
 
Given the range and variety of contemporary challenges associated with globalisation in 
the sphere of labour relations in Zimbabwe, it is becoming increasingly important to 
design mechanisms to defuse the antagonism between the needs of labour and 
business, within the constraints of government’s affirmative action policies. The 
motivation for this study is buttressed by the need to propound adaptive procedures, 
capable of achieving relatively sound labour relations for the benefit of both workers and 
employers, and ultimately investors.  
 
It is useful from a theoretical perspective to unravel conceptual knowledge about the 
phenomenon to gain insight into the current state of affairs of Zimbabwe’s labour 
legislation, affirmative action and labour relations regarding employees and employers. 
This motivation is born from the researcher’s belief that the only possible way to 
becoming social partners (labour, business and government) and finding a common 
ground for common problems, is through in-depth appreciation and understanding of the 
phenomenon surrounding the problem. Limited knowledge has led to a lack of 
conceptual parameters in this area, handicapping the development of globalisation 




The current thesis should, therefore, contribute to the limited knowledge currently 
available on globalisation and labour relations in Zimbabwe. Furthermore, the current 
body of literature portrays affirmative action policies in a worst-case manner, without 
clear research findings.  
 
1.7. Significance of the study   
 
Collings (2009) asserts that studies on globalisation should seek to address gaps in the 
literature by moving a step further to proffer specific methodological approaches to 
tackling practical problems. Hence, the current study offers an alternative, analytical 
approach to address the impact of globalisation by focusing on relations in the 
workplace. Since the conceptualisation of globalisation is often confusing, and factors 
surrounding it usually overlap, this study adds value by selecting a precisely defined 
topic, and providing an account of the phenomenon in an empirical sense. The 
approach is unique, since it seeks to identify problems affecting both employees and 
employers, whilst designing mechanisms to address the challenges. The research 
findings could inform labour legislation reforms at a national level.  
 
In respect of globalisation and affirmative action in Zimbabwe, research in this area is 
minimal, and the effectiveness of affirmative action to address the impact of 
globalisation, is unknown. Policy formulation and decision-making on implementation, 
continuity, or discontinuity need to be guided by reliable research findings. Responsible 
ministries (that is, Labour and Social Services; Finance and Economic Development; 
and Youth, Indigenization and Empowerment), which are usually the policy-makers in 
this area, will be equipped with essential information to improve or reform policies. 
Transnational companies and would-be investors will have reliable research data on 
Zimbabwe’s labour relations in terms of globalisation, labour legislation, labour relations, 
and affirmative action policies, which should aid investment decision-making. Unions, 
employees, and employers will gain an appreciation of current factors that affect 
workplace relations, which may assist to reduce disputes, and map ways to resolve 






Delimitation is the exclusion of peripheral problems by narrowing research scope in 
order to focus on the stated problem (Leedy & Ormrod, 2010). Such confinement 
deliberately draws working parameters, designed by the researcher to avoid importation 
of concepts outside of the research problem. The initial delimitation of the study was 
that it only focused on the impact of globalisation on labour legislation, affirmative 
action, and labour relations for employees and employers. Secondly, in respect of the 
target population, the research methodology limited itself to the private sector in 
Zimbabwe. Thus, results obtained cannot be generalised to the public service. In fact, 
the public sector is subjected to a different labour legislation. Thirdly, the research 
purposefully targeted a sample of individuals working with, or those with previous 
experiences in workers’ committees, works councils, trade unions and-/or management, 
thus excluding the majority of the population. Fourthly, narrowing of the scope during 
data analysis was conducted by interpreting participants’ own perceptions and 
experiences with the phenomenon under study, aimed at finding what Creswell (2014) 
termed “meaning units” that reflect various aspects of the experience. 
 
1.9. Current level of knowledge regarding the problem 
 
This section focused on assessing the current level of knowledge in the field, starting 
with globalisation. It further reviewed globalisation as it relates to labour legislation, 
affirmative action, and its impact on labour relations. Reviewing existing theoretical 
perspectives and previous research findings that relate to the current study, is 
paramount in dissecting the research problem for a guided research process (Leedy & 
Ormrod, 2010).  The impetus behind understanding of the topic under study does not 
only derive from the need to contextualise the research problem. It is also critical to 
provide detailed insight of how previous studies were conducted, which may help to 




1.9.1. Definition of globalisation 
  
It has been widely accepted that globalisation is an ongoing catalytic process, 
responsible for changing local and regional phenomena into global ones (Giddens, 
2004). Steger (2017, p.19) states that globalisation was used in academic literature in 
the 1960s to “describe a process, a system, a force and an age.” Regarding its effects 
on society, Giddens (2004) argues that globalisation strengthened international 
relations, obliterating the barrier of distance to enable societal developments in different 
societies to influence events in others far away. In industrial relations terms, Macdonald 
(1997) defines globalisation as a reduction of barriers between countries, leading to 
intensified economic competition among nations, and the increasing trend of migrant 
workers, and sharing of international best standards in labour relations and workplace 
management.  
Friedman (1999) focused much of his work on identifying drivers of globalisation and 
their impact. He identified propellers of globalisation to be trade, outsourcing, 
technology, and political forces. Robinson and Harris (2000) add that economic actors, 
namely transnational firms, banks, and capitalist countries are drivers of economic 
globalisation. One can argue that in view of these varying scholarly definitions of 
globalisation, the concept is indeed a dynamic phenomenon, susceptible to indefinite 
conceptualisation.  
Perhaps the most mystifying conceptualisation of globalisation is the one by Scholte 
(2005), who propounds five different possible definitions of globalisation: (1) 
Internationalisation, which, in general, is cross-border relations between nations, 
driven by the need for trade in all respects; (2) liberalisation, which entails removing 
government restrictions and opening trade to international markets; (3) 
universalisation, which he described as spreading various objects and experiences to 
all people everywhere; (4) westernisation, explained as the spread of European and 
American modernity in the form of capitalism, colonisation, neo-imperialism and 
industrialism to the rest of the world and, in the process, destroying existing cultures, 




homogeneous environments by the reconfiguration of geographical barriers through the 
infusion of societies, social relations and culture. 
While demystifying the distinctive nature of globalisation, Ukpere (2014) observes:  
“Therefore, it can be said that globalisation is capitalism, however capitalism is not 
globalisation; globalisation is internationalisation, however, internationalisation is not 
globalisation; globalisation is technological explosion, however, technological 
explosion is not globalisation; globalisation is deterritorialism, however, 
deterritorialism is not globalisation; and, finally globalisation is supraterritorialism, 
however, supraterritorialism is not globalisation” (Ukpere, 2014, p. 159). 
Ukpere (2014) suggests that since globalisation represents all these facets, whilst each 
one of these concepts inadequately represents it, one must, therefore, satisfactorily 
explain and define globalisation according to its unique experience and influence on any 
concept. Hence, this study contextualised globalisation for labour legislation, affirmative 
action and labour relations, thus narrowing the conceptual framework to employment 
relations in the workplace.    
            
1.9.2. Globalisation and labour legislation  
 
Gennard and Judge (2002) define labour legislation as the rules, regulations, and 
agreements used to manage employees as both individuals, and collectively. Similarly, 
Salamon (2000) describes it as determining and regulating employment relations both 
within and outside the workplace. Biagi, Tiraboschi and Rymkevitch (2002, p.5) term it 
“regulations governing industrial relations.” Macdonald (1997) describes labour 
legislation as the legal framework that governs the employment relationship derived 
from national policy, taking into account global changes, and the need for flexibility and 
security.  
With particular emphasis on Zimbabwe, labour laws backdate to colonial rule, when 




capitalistic advancement, according to British common law and later codified legislation 
of the Master-Servants Ordinances of 1901, which criminalised worker disobedience 
(Gwisai, 2006). Furthermore, the Compulsory Native Labour Act of 1943 forced black 
workers to work, while the Industrial Conciliation Act of 1934 restricted trade union 
participation and workplace democracy (Fenwick, Kalula & Landau, 2007).  
In post-independence Zimbabwe, labour legislation did not immediately change, at least 
not until the 1985 Labour Relations Act. Sachikonye (1990) contends that during the first 
four years of independence, government tacitly suppressed workplace democracy. 
Raftopoulos (1995) mentions that the maintenance of oppressive labour laws by the 
ZANU PF administration was based on the need to advance the interests of the 
dominant capitalist and imperialist powers for economic purposes, as it owned the entire 
industrialisation and farming industry.  
The suppression attracted resentment, leading to formulation of the 1985 Labour 
Relations Act, which immediately triggered acrimonious debate between critics and 
supporters. The criticism from global capitalists and castigation regarding the 1985 Act 
from the World Bank and International Monetary Fund (IMF) forced government to 
relent. It promulgated the Labour Act of 1992, which replaced the 1985 Labour 
Relations Act (Sachikonye, 1990). The influence of global capitalists indeed controlled 
the state of labour relations development in Zimbabwe. Hence, Fenwick et al., (2007) 
observed that international financial institutions (IFIs) implored governments to enact 
laws that promote labour-market flexibility in order to enhance productivity and 
economic growth.  
Gwisai (2006) postulates that the Labour Act of 1992 has features that form current 
employment relations through provisions or employment contracts, employee rights, 
dispute resolution mechanisms, and collective bargaining. In terms of employment 
contracts, the Labour Act categorised contracts of employment into five distinct 
categories, namely permanent, fixed-term, casual, seasonal, and specific-task 
contracts. In the last decade, Zimbabwe’s labour market witnessed a rise in casual and 




employees, who are usually not protected by labour legislation, and who are hence at 
the mercy of their employers (Klerck, 2009). For example, in a dispute involving 
casualization of labour in Magodora and Others v Care International Zimbabwe (2014), 
the Court gave new meaning to continual renewal of contracts by concluding that fixed-
term contracts have a start date and an end date. In this respect, the Court warned:  
“In principle, it is not open to the Courts to rewrite a contract entered into between 
the parties or to excuse any of them from the consequences of the contract that 
they have freely and voluntarily accepted, even if they are shown to be onerous or 
oppressive” (Magodora & Others v Care International Zimbabwe, 2014, p. 5). 
The advent of globalisation influenced legislative policies adopted in employment 
contract law. Kanyenze (2011) argues that the World Bank (WB) and the International 
Monetary Fund (IMF) pressured Zimbabwe to yield by liberalising the labour market and 
introducing casual labour and fixed-term contracts, which extended to provisions 
guiding termination of employment. Provisions regarding termination of employment are 
provided for in the Labour Act [Chapter 28:01] under section 12, which, at its inception 
in 1992, returned the right to hire and fire, to employers.  
With regard to retrenchment laws, global capitalists called for the setting of clear 
retrenchment guidelines through legislative amendments (Madhuku, 2015). USAID 
(2014) warns that restrictive labour legislation was one of the main causes of Zimbabwe 
not being investment-friendly.  At this stage, benchmarking of industrial practices 
against international standards took centre stage, leading to new retrenchment rules in 
the Labour Amendment No. 5 (2015), which introduced a default retrenchment package 
that gave two weeks’ salary for each year worked. USAID (2014) commented that the 
2015 retrenchment provisions were in line with regional practices, comparing the new 
Zimbabwean provisions to South Africa’s law that gives a minimum of one week’s pay 
for each year that an employee would have worked, and Zambia’s labour law, which 




Regarding minimum wages, Zimbabwe did not have minimum wage regulations, as 
these were abolished by the Labour Act of 1992 (Saunders, 2007), but this changed 
from 27 March 2020, when government introduced the Statutory Instrument 81, Labour 
Relations (Specification of Minimum Wages), (2020). Before this new law, according to 
Gwisai (2006), the Labour Act of 1992 gave all authority to the works councils and 
national employment councils to facilitate industry-based collective bargaining, and to 
set minimum wages. Hence, the country experienced different minimum wages across 
the labour market (Labour Economic Development Research Institute Zimbabwe, 2008). 
USAID (2014) declares that the liberalisation of collective bargaining was necessary to 
help organisations to deal with global and viability challenges like economic recessions 
through employer-employee agreements on wage reduction. Since there is a new law 
on minimum wages, it is critical to assess how the labour market responded to it, and 
this issue is discussed in Chapter 7.    
When it comes to collective job action, Zimbabwe’s labour law does not grant this right 
without restrictions. The Labour Act [Chapter 28:01] under section 104 set stringent 
procedures, which, according to Madhuku (2015), rendered legal strikes virtually 
impossible. Gwisai (2006) states that employees intending to strike are required to first 
refer their dispute to a labour officer. If the dispute is not resolved within 30 days, they 
should give the employer fourteen days’ notice of their intention to strike. Furthermore, 
before they can carry out the collective job action, they should hold a referendum 
through a secret ballot, in which more than 50% of the employees should vote in favour 
of the strike.  
With reference to workplace democracy, Brione and Nicholson (2012, p. 11) describe 
it as “the idea that employees should be given a greater voice in the firms that employ 
them.” Bendix (2007, p.654) calls it “industrial democracy”, and argues that it takes the 
form of “increased employee participation, both in the decision making process and in 
profits of the undertaking.” The ILO ensures globally acceptable labour standards by 
promulgating conventions to ensure that employee rights and workplace democracy are 
benchmarked internationally (ILO, 2003). The ILO conventions that are fundamental to 




and “Convention 98” that gives the right to “organise and collective bargaining” (ILO, 
2003, p. 2).  Hence, globalisation contributed to shaping Zimbabwe’s current labour 
legislative system from being government-controlled to a liberalised system (Gwisai, 
2006). 
Another form of workplace democracy is that of an employee share-ownership 
scheme (Bendix, 2007). Zimbabwe’s labour legislation does not have provision for this 
kind of industrial democracy. However, in 2007 the government provided for it under the 
indigenisation law, and the following section elucidated this concept.  
 
1.9.3. Globalisation and affirmative action in Zimbabwe 
 
Affirmative action, according to Weisskopf (2009), is a policy response to the deleterious 
effects of past and present discrimination perpetrated against a group or groups of 
people. Hepple (1997) argues that inequalities in the workplace are usually in the form 
of discrimination, and Fredman (2005) notes that legislative interventions help to 
ameliorate such disadvantages. The present study confined itself to affirmative action 
relating to globalisation and employment relations in Zimbabwe.   
The Zimbabwean government adopted positive discrimination by implementing 
employee empowerment programmes in the form of employee share-ownership 
schemes (Matyszak, 2016). The Indigenisation and Empowerment Act, Section 14(a) 
(2007), set the tone on employee empowerment by dictating provisions that permitted 
employees to own shares in the companies that they work for. The Empowerment Act 
further states that government’s aim here was meant to empower workers, and 
necessitate employee direct participation in business through equity and wealth 
distribution. Chiunya, Mhembwe, and Dube (2017) note that the Zimbabwean 
government has approved more than 100 employee-share ownership schemes 
applications for implementation. A number of companies, including Schweppes, Unki 




ownership projects, according to the dictates of government’s National empowerment 
Programme.  
Matyszak (2016) argues that indigenisation policies and empowerment programs that 
introduced employee share-ownership schemes sought to serve a social goal against 
market logic and, because of that, it failed. Global capitalists rejected the policy, and 
threatened to relocate to other countries. Soroka, Banting and Johnson (2006) state that 
globalisation is a serious deterrent of national social policy, since as much as it 
influences the creation of some policies, it also suffocates policies created against it. 
Zimbabwe backtracked from full implementation of Indigenisation and empowerment 
programs owing to economic backlash it suffered when investors withheld FDI 
(Kamidza, 2017).    
In terms of discrimination, the Labour Act [Chapter 28:01], Section 5 (1) and (2a), 
protects employees against discrimination. Fobanjong (2001) highlights that soon after 
independence the black-majority government adopted the “Black Advancement 
Policy,” which focused on correcting discrimination caused by the colonial era. The 
Black Advancement Policy facilitated the immediate appointment of blacks into senior 
government, as well as private and public enterprises, leading to early retirements and 
resignations amongst white employees. The policy succeeded because of support from 
Britain and America who sponsored retirement packages for white employees 
(Sachikonye, 1990). 
Another affirmative action policy is the recently enacted Labour Amendment Act No. 5 
(2015), with its retrospective effect to compensate employees dismissed on a three 
months’ notice period after 17 July 2015, because of the Don Nyamande v Zuva 
Petroleum case (Mucheche, 2017). Parliament passed the Labour Amendment Act in 
September 2015, and gazetted its effective date to be 18 July 2015. The aim of the act 
and its retrospective provision was to compensate and protect the weaker party (the 
employees) in the employment relationship who had suffered unprecedented job losses 




The Confederation of Zimbabwean Industry, backed by international investors, strongly 
challenged government regarding the retrospective application of the law, accusing it of 
a lack of respect for its own laws (Chidede, 2016). The inconsistency in terms of policy 
and labour laws in Zimbabwe seriously affected the country’s image internationally as 
an attractive investment destination (Campbell, 2018). Similary, variations in the 
national employment relations policy, as stated in the coming section, also ignited 
disharmony internally in terms of labour  relations between the employer, employees 
and the state.  
  
1.9.4. Globalisation and labour relations  
 
Bendix (2007) defines labour relations as interactions in the workplace between 
employees and their employers. The employee works for remuneration, whilst the 
employer pays the employee for his or her services. The relationship is governed by 
specific rules and systems to ensure prevention and resolution of disputes (Burchill, 
2014). Munck (2002, p. 11) contends that labour relations have also increasingly 
become globally standardised, and argues that “globalisation has set new parameters 
and there is tendency towards creation of a global labour market.” In the complexity of 
labour relations in the global arena, Bendix (2007) suggests three critical partners, 
namely the employer, the proletariat and the state, and argues that each party has a 
significant role to play. MacDonald (1997) points out that each of the parties’ behaviour 
is influenced by several factors of international magnitude, which control the actions of 
each of the three parties.  
According to Bendix (2007), the role of the state in labour relations is to ensure 
industrial tranquillity necessary for economic growth and societal wellness. It does this 
by ensuring a balanced exercise of power between employers and employees. The 
state is, therefore, responsible for regulating workplace relations, mediating between 
business and labour, and, in some cases, intervening and influencing power dynamics. 
However, Blainpain (2006) argues that, in a global capitalist economy, the state’s 




Trade Organisation, and international monetary institutions to ensure that member  
states adhere to global standards in the world of work and business.  
Since the dawn of globalisation, the Zimbabwean Government’s intervention in labour 
relations has been cautious owing to close monitoring by the international community. 
Tarugarira (2014) notes that immediately after independence in 1980 the West paid 
close attention to Robert Mugabe’s ZANU-PF government’s treatment of the white 
minority, and evaluated the state’s respect of democratic rights and the rule of law. 
During the global capitalist evolution in Zimbabwe, the state disintegrated the labour 
market into fragmented undertakings, and created industry-specific unions (Gwisai, 
2006). The state oversaw massive deregulation and amendments in line with global 
capitalists’ recommendations to liberalise the labour market.  
With regard to union involvement in Zimbabwe’s labour relations, the impact of 
globalisation on employment relations has been both positive and negative. Harcourt 
and Wood (2004) note that globalisation is both a connecting and a disconnecting 
process, since: (1) in Zimbabwe, neo-liberalism opened up new opportunities for 
organised labour through workplace democracy laws; and (2) the role of unions 
weakened, as government became less receptive to increased organised labour.  
After independence, in 1980, workers freely excercised their right to organise, 
assemble, and express  (Raftopolous & Sachikonye, 2001). In 1992, after labour law 
reforms, and the formation of industry-specific collective bargaining councils, the unions 
changed their militant nature, as they adopted a new approach of co-operation with 
employers to ensure continued survival (Whiteley, 2004). Furthermore, the 1992 labour 
law reforms created works councils, where worker representatives from the workers’ 
committees participated in decision-making concerned with salary negotiations and 
conditions of service at workplace level. It is at this epoch that employees started 
questioning the importance of trade unions, considering that they could do this 
themselves (Gwisai, 2006). Hence, union membership started to decline, as did its 




As union power dwindled, employers’ control of the labour market increased 
(Raftopoulos, 1995). The employer, who is the third actor in labour relations, as 
represented by management, took full control of labour relations administration and 
management in the workplace. Bendix (2007) declares that the employer’s role is to 
assume responsibility for conducting business and planning for it, which includes hiring 
employees, and creating an organisational culture in line with organisational policies, 
vision, mission, objectives and national laws. It is because of these responsibilities that 
the employer has a prerogative or a right to control what happens in the business, and 
to make decisions. The duties of the employer in labour relations include decision-
making, policy formulation, making rules, managing employees, and directing tasks and 
operations (Gwisai, 2006).  
In Zimbabwe employers are organised into associations that help them to amass power 
and unity of purpose in collective bargaining and policy-change advocacy (Madhuku, 
2015). The majority of employers in Zimbabwe are transnational firms, and Dunning 
(1997) argues that the emergence of a global economy was driven by transnational 
firms. Developments in Zimbabwe’s labour relations, to a greater extent, is attributed to 
the influential power of transnational companies and backing from international 
monetary institutions who called for market liberalisation, leading to the 1992 Labour Act 
(Raftopolous & Sachikonye, 2001).  
It is clear that globalisation played a significant role in influencing the behaviour of each 
of the actors in employment relations in Zimbabwe. In fact, the actions of the state, 
employers and unions/employees define the nature of labour relations in any country. 
Hence, to understand the globalisation phenomenon as it relates to labour legislation, 
affirmative action and labour relations, it requires building in-depth knowledge from the 
actors’ perceptions, views and attitudes about the phenomenon. Accordingly, the next 
section briefly introduces the methodological approach and design used to gather data 






1.10. Research methodology 
 
According to Burns and Grove (2011), a research methodology is a blueprint that 
explicates the way in which a study is conducted. Polit, Beck, and Hunger (2001) refer 
to it as the process of following laid down procedures and strategies during a study from 
gathering data, and analysing it. Mason (2002) was more precise in his definition, noting 
that methodology includes the design, sample, data collection and analysis techniques.    
 
Blaikie (2010) adds that the manner in which research should be conducted is what 
scholars term research philosophy, and the researcher is guided by his/her ontological 
and epistemological viewpoint to direct the research strategy, and in deciding upon 
instruments to use to achieve the research goals and objectives. Research philosophy 
is, therefore, a belief by the researcher of how data about a phenomenon must be 
gathered, analysed and used. 
 
Since the parameters regarding research philosophy suggest a definite decision by the 
researcher, guided by his or her perceptions, beliefs and assumptions about how 
knowledge should be gathered and subsequently used, James and Vinnicombe  (2002) 
caution that if not careful, researchers might, through bias, influence the research from 
design to conclusion. Whilst conceding to the reality of this threat, Blaikie (2010) argues 
that the inherent choices that researchers make are part of a series of choices that any 
individual human being can make, and when such choices involve a research study, the 
decisions of the researcher should focus on addressing the research problem, and 
answering the research questions. Hatch and Cunliffe (2006) state that a researcher 
should follow his/her own ontological and epistemological beliefs, since the adoption of 
an approach incompatible with the researcher’s beliefs would lead to an incoherent 
study. Creswell (2014) notes that to ensure that the researcher follows a research 
philosophy, he/she should believe in, and at the same time guard against, researcher 
bias, and should discuss all the aspects of research philosophy, and understand them in 





This study employed a phenomenological methodology. Streubert and Carpenter (1999) 
describe phenomenology as a science that seeks to describe phenomena as lived 
experiences. The primary aim of this thesis was to understand the globalisation 
phenomena and its impact on labour legislation, affirmative action and labour relations 
in Zimbabwe, as experienced by employers and employees. The findings were 
interpreted and accordingly discussed in the context of extant literature on globalisation 
and labour relations in Zimbabwe. Literature was used to inform this research, and the 
study did not seek to test existing theory; instead, it relied on qualitative data through 
the use of semi-structured interviews, researcher field notes, and participants’ memoirs 
to gather data about the phenomena. Hence, the researcher adopted purposive 
sampling, in which only participants that had had prior direct involvement with the 
phenomena, were selected for the study (Creswell, 2014). Interpretation of the 
participants’ experiences with the phenomena emphasised understanding of individuals’ 
experiences, whilst deducing meaning from their shared experiences rather than 
understanding the causal effect. Thus, the study was inductive rather than deductive 
(Saunders, Lewis, & Thornhill, 2011).   
 
A detailed methodological approach is outlined in Chapter 4, which is presented in a 
carefully arranged technical style: 
 The research philosophy adopted for this study in relation with other 
philosophies; 
 The research strategy, including the research methodology and procedures 
followed; 
 The research instruments developed and consequently used to gather data in 
order to answer the research questions; and 








1.11. Chapter summary 
 
The contextual framework for this study presented the research background and 
problem statement, explicating factors that influenced the study, whilst showing the 
exact setting in which the phenomenon was studied. Chapter 1 outlined the objectives, 
research questions and motivation of the study, and explained why the study is 
significant in its phenomenological design. It elucidated its goal to understand the 
experiences of employees and employers regarding the impact of globalisation on 
labour legislation, affirmative action and labour relations in Zimbabwe. The aim is 
enshrined in the need to appreciate the phenomenon in its natural setting, which is at 
workplace level. Although this chapter provided a brief view of the current level of 
knowledge on the phenomenon under study, the next chapter provides a detailed 










2.1. Introduction  
 
Particularly emblematic in the study of globalisation and labour legislation, has been the 
widening of the range and deepening of the depth of legislative interventions to provide 
adequate covering of workplace regulations in the face of the changing methods of 
production and globalised markets (Tiraboschi, 2014). Whether or not legislative 
intervention impacted positively on employment relationships in Zimbabwe, and perhaps 
across nations, is a subject of debate. Blanpain (2006) contends that current challenges 
in the global labour market are so drastic that the existing legislative framework needs 
remodelling. He argues that:   
“The changes that are taking place are so radical that they lead to a rethinking, and 
sometimes, an identity crisis for national systems of labour law and industrial 
relations. Rules, practices and expectations of yesterday are less relevant for 
tackling problems of today and tomorrow in the new world of work. In a sense, we 
need to start from scratch” (Blanpain, 2006, p. 41).  
Regulations and practices governing labour relations world-wide are undergoing serious 
re-regulation in line with business changes, technological advancement, as well as 
social evolution (Biagi, Tiraboschi, & Rymkevitch, 2002). Globalisation in economic, 
social, political and ideological dimensions is a key determinant of labour legislative 
changes (Fenwick, Kalula & Landau, 2007). The changing patterns of work 
organisation, the weakening role of the nation state over regulations of labour relations, 
and the fading capacity of trade unions in collective representation and collective 




This led Franklin (2015) to argue that a considerable number of the proletariat is not 
covered by labour laws across the world.  
Perhaps a good example of how employees are rarely covered by labour legislation is in 
the argument by Ukpere (2009), who observed that the growth of some, if not the 
majority of transnational companies, was achieved through mergers and acquisitions, a 
process that is usually violent, and done at the expense of workers. Most companies do 
not consider the interest of workers to be important, compared to corporate interests. 
Indeed: “Amalgamation and acquisition or privatisation has some kind of negative effect 
on workers because they amount to the liquidation of previous organisations ...many 
employees are laid-off” (Ukpere, 2009, P. 8). 
Some empirical evidences weigh behind the findings of Tejada (2015), and Kim and 
Zurlo, (2009). In Korea, labour legislation amendments carried out in 1972 suppressed 
unions and independent labour movements, and prohibited strikes in order to lure 
foreign direct investment (Franklin, 2015). Similar findings from Malaysia by Peetz and 
Todd (2006) noted that labour relations policy and legislation provided for reductions in 
overtime payments, and exempted companies under special economic zones to allow 
women to work night shift, whilst giving companies immunity from increasing minimum 
wages.  
Zimbabwe has faced similar challenges owing to the influence of globalisation, but 
before discussing Zimbabwe’s labour legislative framework in detail, it is worth 
reiterating that Zimbabwe’s labour relations are governed by different legislations, 
namely: (1) the Labour Act [Chapter 28:01]; (2) the Public Service Act [Chapter 16:08]; 
(3) the Health Service Act; and (4) the Defence Service Act.  
The Public Service Act regulates employment relations for public service employees, 
while the Health Service Act focuses on the public service’s health professionals only, 
and the Defence Service Act regulates conditions of service for the national army’s 
personnel (Sambureni, 2001). The Labour Act is the one that focuses on the private 




(Madhuku, 2015). These different pieces of law offer different conditions of employment 
for employees who work in the same country, a scenario viewed by unions as 
indecorous (Ncube, 2000). This study, as confined by its scope, focuses on employment 
relations in the private sector. Consequently, as shown in this chapter, a detailed 
analysis of the Zimbabwean legislative framework, examining the role played by 
globalisation in influencing the regulation of workplace relations, begins with an 
overview of the 1985 Labour Relations Act, and ends with an in-depth assessment of 
the Labour Act [Chapter 28:01] of 1992. 
2.2.  Labour Relations Act (1985) and deepening globalisation 
 
Pre-independent Zimbabwean labour relations were preoccupied with legislative 
promulgation to advance colonial capitalism. A scenario explained by Khor’s (2000) 
definition of globalisation, as cited by Shojai and Christophers (2004, p. 4), states that 
“globalisation is what we in the Third World have for centuries called colonisation.”  
Mhone (2001) shares similar sentiments, postulating that Zimbabwe’s colonial past 
shaped its current labour legislation. A number of pre-independence legislative 
enactments and their functions are outlined in Chapter 1. Hence, focus shall be more on 
the post-independence legislative framework, and the Labour Relations Act of 1985, 
which the first black government of Robert Mugabe enacted five years into post-
independent Zimbabwe.  
Soon after independence in 1980, the newly elected government sought to rebuild the 
war-torn country through reconciliation of the warring parties in order to retain and lure 
foreign direct investment (Thata, 2016). The Robert Mugabe-led black government had 
learnt from the mistakes of its predecessors (Mozambique, Malawi, Tanzania and 
Zambia), whose economies had crumbled when they tried to immediately undo the 
effects of colonisation, and were accused by the international community of “pervasive 
violations of human rights and breach of international labour standards” (Fenwick et al., 
2007, p. 3). Hence, the government was under pressure to build the nation, and at the 
same time reverse the deleterious effects of colonialism without offending global 




As Sachikonye (1990) mentions, it may be argued that the delay to introduce a new 
labour law and continued use of oppressive colonial labour laws was based on the need 
to advance the interests of dominant capitalists and imperialist powers for economic 
purposes, as they owned the entire industrialisation and farming industry in Zimbabwe. 
Collins (1982), as cited by Raftopolous and Sachikonye (2001, p. 7), whilst describing 
the historical materialism theory as the foundation from which law emerges, explained 
how superior powers use the law to gain what they want from the weak. The author 
notes:  
“The class instrumentalist approach shows how the economic relations that 
determine the class structure of society eventually exercise their influence on the 
law through mediation of the state apparatus. In short, the economic base 
determines the legal superstructure, not instantaneously and mechanically, but 
through a process of class rule in which participants further their interests through 
the legal system” (Collins, 1982, in Raftopolous & Sachikonye, 2001, p. 7). 
Fenwick et al., (2007) argue that enactment of the 1985 Labour Relations Act was only 
owing to ensuing pressure from employees, and the union to regulate the labour 
market. Sibanda (2002) notes that even after the promulgation of the 1985 Labour 
Relations Act, though it tried to extend some rights to workers and the union, had its 
own flaws, hence major issues that affected the labour market, remained unresolved. 
For example, the Minister of Labour was given extensive powers to the extent of 
determining wages, define what unfair labour practice is, register or deregister trade 
unions, approve/disapprove dismissals, and allow or disallow industrial action 
(Raftopolous & Sachikonye, 2001). Consequently, the Labour Relations Act caused 
more harm than good, as the state dictated workplace relations from the terraces 
without hands-on appreciation of the needs of both employers and employees.  
Christie and Madhuku (1996) note that the new black government suppressed 
employee rights, namely freedom of association, collective bargaining, and industrial 
action, while unions were made an extension of government.  Saunders (2007) claims 




proletariats whilst advancing transnational companies and imperialists’ interests, it 
attracted admiration across the globe. Indeed, the influence of global capitalism, driven 
by imperialism and industrialism, derailed the Zimbabwe African National Unity’s 
(ZANU) PF revolutionary communist self-determination that propelled it to power in 
1980, as it considered a possible backlash from the international community, had it 
adopted an exclusively communist and socialist approach after independence. It, 
therefore, inherited capitalist structures and, at the same time, extensively protected 
employees against dismissals or retrenchments (Gwisai, 2006).  
As a result, the 1985 Labour Relations Act was heavily criticised for its lukewarm 
approach to regulate workplace relations. Mlambo (2009) contends that the legislators 
at the time promulgated the law, being cognisant of the ideological struggles between 
the capitalists, trade unions and the State’s need to maintain economic and political 
stability.  Sutcliffe (2013) argues that the 1985 Labour Bill was lukewarm, as it neither 
addressed political issues nor investment concerns. He notes that whilst the bill 
introduced a new labour relations system, it also did not disturb the prevailing economic 
structures of the country.  Its mediocrity resulted in both the capitalists and proletariats 
criticising it extensively. The criticisms were bordered on two composites; the first one 
was capitalist in nature, coming from the capitalist bourgeoisies and backed by foreign 
investors, whilst the second one was a socialistic approach, motivated by the need to 
continue communist ideologies to ensure equality in Zimbabwean workplaces 
(Sachikonye, 1990).  
The antagonistic arguments regarding the 1985 Labour Relations Act are presented in 
the following section, illustrating the ensuing clash of ideologies between capitalism, 
predominately driven by a surging globalisation phenomenon, and socialism and 
communism. 
 
2.3. Clash of ideologies and the triumph of globalisation over socialism 
 
Raftopolous and Sachikonye (2001), citing Parliamentary Debate (1985), support 




terminate capitalism and private enterprise in Zimbabwe, and urged the Minister of 
Labour to realise that socialism was a utopia that was not going to happen in 
Zimbabwe. Fobanjong (2001) adds that the minister responsible for labour was literally 
afforded all powers, including making regulations on various aspects. The Labour 
Relations Act was viewed by business to be harmful to the economy by its provisions 
that protected the interests and rights of workers at the expense of business.  
Sachikonye (1986) claims that whilst it was pertinent to protect employees from 
unprincipled and dishonest employers, it was also crucial to protect the industry. 
Exceeding advocacy continued to come from employers’ associations, investors and 
parliamentary debates, increasingly calling for the need to review the Labour Relations 
Act (Madhuku, 2001). 
Conversely, the ZCTU also criticised the Labour Relations Act for different reasons, 
while their concerns were founded on the need to afford adequate employee democracy 
through collective bargaining (Saunders 2007). According to Sachikonye and 
Raftopoulos (2018), a leader of the ZCTU argued:   
“While in one vein the Act seeks to encourage the formation and consolidation of 
trade union movement, it appears to me that in another vein we are pulling the 
carpet from underneath the ZCTU, how can the union be effective when in actual 
fact its powers are undermined as a trade union movement by the Bill itself?” 
Sachikonye and Raftopoulos (2018, p. 8). 
Amidst these hot debates denouncing the Labour Relations Act, government defended 
the law, arguing that it resembled the ethos of the Zanu PF government, and its 
commitment to save the people. The then-Minister of Labour, Mr. Obey Shava, blamed 
the criticism on sympathisers of capitalism, as he noted: “The recent debates, 
comments and criticism of the Act clearly indicate who the proponents and apologists 
for capitalism and exploitation are, and who the champions of the workers are” 




Clearly, the debate and criticism of the 1985 Labour Relations Act exposed a crush in 
philosophical views between business capitalists and those who advocated for more 
workers’ rights. In the midst of all the criticism from both camps, Madhuku (2001) states 
that the 1985 Act was pro-employee, and took away the employers’ rights of managing 
the workplace, and vested such rights in the minister, who exercised his state-vested 
bureaucratic powers to intervene in industrial relations in the workplace. Kanyenze 
(2011) concurred, observing that implementation of the legislation became an 
impediment on productivity. Disputes took long to be resolved, and the minister’s 
unilateral setting of minimum wages, incommensurate to industrial performance, 
exacerbated the situation.  
This resulted in reduced investment, which caused economic decline from 1989, and 
pressure increased on government to pursue labour market deregulation in line with 
recommendations from the World Bank, aimed at attracting Foreign Direct Investment 
(FDI) (Saunders , 2001). Fenwick et al. (2007, p. 5) declares in this respect that: 
“International financial institutions required the government to implement labour market 
reforms aimed at facilitating enterprise efficiency, both in terms of labour market 
flexibility and labour productivity”.  
At this epoch, globalisation had accelerated, and it was the collapse of the Berlin Wall in 
Germany, the collapse of the Soviet Union, and the victory of capitalism envisaged with 
the end of the Cold War in 1989 that moved the new world order towards adoption of 
global collaboration and neo-liberal strategies (Brahm, 2002). Governments became 
inclined, more than ever, to solve international problems through constructive 
engagement and dialogue, and to create free trade systems by promoting the 
liberalisation of markets and deregulation (Schiphorst, 2001). The abatement of 
ideological conflicts and the triumph of globalisation over socialism left Zimbabwe with 
one choice to adopt World Bank trade liberalisation and labour market deregulation to 
save its declining economy (Saunders, 2007). This resulted in promulgation of the 
Labour Act of 1992 as a strategy to liberalise the labour market, and its hallmarks are 





In order to ensure a better appreciation of the Zimbabwean Labour Act, and to build a 
foundation for the direction of discussions in the succeeding sections, Table 2.1 below 
highlights the chronological order of developments that took place in the Zimbabwe ’s 
labour legislation, including the amendments subjected to the Labour Act from 1980 to 
2015.  
 
Table 2.1: Development of the Labour Act from 1980 to 2015 
 
Source: (ILO, 2016) 
Having shown the development that took place in Zimbabwe’s labour legislation, as 
presented in Table 1 above, the next section provides an in-depth discussion of the 
major characteristics of Zimbabwe’s Labour Act [Chapter: 28.01], and its amendments 
up to 2015, in relation to globalisation.   
 
 
2.4. Globalisation and its mark on the Labour Act [Chapter: 28.01] 
 
The change in labour legislation witnessed in 1992 was a complete labour market 
deregulation that gave birth to a completely new piece of legislation, which epitomised 
the existing Labour Act [Chapter 28:01], and indeed the current labour legislative 




characteristic of the 1992 Labour Act, as amended, namely employment contractual 
provisions, employee rights, dispute resolution mechanisms, and collective bargaining. 
The discussion begins with a discussion of the provisions of employment contracts.    
 
2.4.1. Provisions of employment contracts in the Labour Act 
 
Regarding employment contractual provisions, the Labour Act provides for five types of 
contracts that the employer and employee can enter into (Sambureni & Mudyawabikwa, 
2003). The two most common types are permanent and fixed-term contracts. Mariwo 
(2008) defined a permanent contract as one that does not have a time limit, and whose 
termination can only be through death, retrenchment, resignation, retirement, mutual 
separation and dismissal for misconduct. In some instances, it terminates by closure of 
operations by the employer, or owing to other supervening circumstances like natural 
disasters or war. In contrast, a fixed-term contract of employment has a known 
termination date, which means that it ends by the flux of time, thus naturally expires as 
per the timeframes given in the contract (Gwisai, 2006). 
 
Two other types of employment contracts, which have historically been uncommon, but 
have suddenly become popular with employers, are seasonal contracts and specific 
tasks contracts. In a seasonal employment relationship, employment is only available at 
specific times of the year (Madhuku, 2015). For example, the agriculture industry in 
Zimbabwe depends mainly on seasonal contracts, since the majority of farming 
companies operate during the rainy season mainly.  
In terms of specific task contracts, the Statutory Instrument 15 (2006), Section 5(d), 
defined it as a contract that binds the employer and employee relationship, based on a 
specific task or work (Statutory Instrument, 15, 2006). The employment relationship 
chinches on a specific work assignment and the contract will expire automatically upon 




The last type of employment contract permissible under Zimbabwean labour law is the 
casual contract of employment. The rationale of a casual contract of employment under 
Zimbabwean law is to allow employers to engage employees for ad-hoc jobs, usually for 
a small period (Madhuku, 2015). This reasoning was outlined by the Labour Act, Section 
12(3), in its definition of this type of contract, when it provided that a casual contract 
should not exceed six weeks’ engagement in four consecutive months. Should it exceed 
this limit, the employee automatically becomes a permanent employee (Labour Act, 
1992). Casual contracts in Zimbabwe are less formal, usually verbally endorsed, and 
employees who have these contracts are not protected by labour legislation most of the 
time. With the dawn of globalisation, employment contract law assumed a paradigm 
shift with employers increasingly preferring other forms of contracts compared to 
permanent employment (Nyamapfene, 2015). 
Mariwo (2008) claims that the increase in other forms of contracts of employment ahead 
of permanent contracts led to unprecedented rises in the casual labour. Barrientos 
(2013) postulates that casual labour is, in a way, a form of informalisation, which is 
predominately influenced by corporates’ desire to be flexible, and yet, at the same time, 
be able to compete in the world market. Von Holdt and Webster (2005) argue that 
companies the world over are more interested in reducing costs of labour and liabilities 
involved with hiring permanent employees. In fact, the influence of transnational firms 
and increasing pressures on existing global trends forced states to liberalise to conform 
to global market changes by adopting fixed-term employment contracts (Godfrey, 
Maree, & Theron, 2006b).  
Kanyenze (2011) elaborates further and argues that globalisation influenced the 
legislative policies adopted in employment contract law in Zimbabwe. The author 
contends that World Bank’s ESAP imposed preconditions on Zimbabwe to deregulate 
its labour laws for it to receive much-needed financial assistance from international 
financial institutions, while transnational investors played a central role in bringing new 
forms of contracts to the 1992 labour law reforms. At this point, the international 
financial institutions demanded the state’s acknowledgement of economic conflicts 




recognition of managerial prerogative to manage employment relations through 
employment contracts (Fenwick et al., 2007).  
The circumstances of casual contracts and fixed contracts in Zimbabwe match Fenwick 
et al.’s (2007) description of these, as they define casual labour and fixed term contracts 
as contractual agreements that take away employees’ protection from the Labour Act. A 
good example in support of this argument is the Magodora v Care International, 
SC/24/2014 case, cited in Chapter 1. In the said case law, the Supreme Court ruling 
became a turning point in Zimbabwe’s employment contract law. Fixed term contracts of 
employment increased to unprecedented levels, as did the casualization of labour 
(Madhuku, 2015). Arguably, the Supreme Court’s decision was motivated by the Court’s 
need to align itself with international best practices in terms of employment contract law. 
The Court supported its reasoning, using the British Common Law paradigm, and the 
Public Policy Doctrine, backing its conclusion with the aid of international case laws, 
namely Wells v South African Alumentie Company 1927 AD 69, and First National Bank 
of South Africa Ltd v Transvaal Rugby Union & Another 1997 (3) SA (W). Justification for 
its decision grounded on international case law, elucidates the influence of globalisation 
on labour legislation.  
Another contentious issue under employment contracts, which hugely influenced by 
globalisation, is the question of the termination of contracts. This is elucidated in the 
following section. 
 
2.4.2. Termination of contract of employment in Zimbabwean labour law 
 
The Labour Act [Chapter 28:01], as amended under section 12, dictates various ways of 
legally ending an employment relationship. Prior to 17 July 2015, the Labour Act 
allowed the dismissal of permanent employees through a notice without the need to 
provide a reasonable cause (Mucheche, 2017). Hence, for a permanent employment 




include natural expiration of a contract, retrenchment, dismissal in terms of the 
employment code, and resignation (Gwisai, 2006).  
Upon repealing the termination of notice on 1 September 2017 by enactment of the 
Labour Amendment Act, No. 5 (2015), only four forms of termination of employment 
contract are permissible in Zimbabwe presently (Uzhenyu, 2017). The four methods of 
terminating an employment contract, albeit that resignation was conspicuously omitted, 
are outlined in Table 2.2 below, and for comparison purposes, to provide a better 
appreciation of the antecedents leading to the changes at each stage, Table 2.3 shows 
other types of employment contract termination provisions in Zimbabwe’s labour 
legislation.  
 
Table 2.2: Labour Act [Chapter 28:01] - Employment termination on notice 
 






Table 2.3: Labour Amendment No. 5 of 2015 - termination of employment contract 
 
Source: Labour Amendment No. 5 (2015) 
A plethora of scholars agree that the 1992 labour law reforms were necessitated by 
government’s need to attract FDI and market liberalisation (Fenwick, Kalula, & Landau, 
2007; Raftopolous & Sachikonye, 2001). Madhuku (1996) elucidates that these changes 
resulted from the repeal of the 1985 Labour Relations Act, which was criticised by 
international financial institutions, investors and the business community after being 
labelled as an impediment to foreign investment. Consequently, the 1992 reforms 
returned the right to employers to be able to hire and fire, which encompassed the 
authority to terminate on notice, even if the employee did not commit any offense 
(Kwaramba & Uzhenyu, 2017). This right was evoked in 2015, and caused arbitrary 
dismissals of employees following the Supreme Court judgement in Don Nyamande & 




terminate on notice. This led to mass termination of contracts of employment across the 
entire labour market, including parastatals (Malaba, 2017).  
In a move to try to stop this haemorrhage, the legislature quickly enacted Labour 
Amendment No. 5 of 2015, which partially restricted termination on notice by giving 
conditions by which termination on notice can be implemented (see Table 2.3 above). 
Termination on notice remained with minor restrictions, including restraints that required 
paying compensation to all employees who had lost or who in future might lose their 
jobs in terms of Section 12C of the Labour Amendment No. 5. In this respect, Mucheche 
(2017, p.4) comments:   
“Labour law was created to aid the employee in his relationship against the 
employer. Its thrust is to curtail excesses by the employer, which flow from the 
unequal bargaining power between the two parties. Among others, the employer’s 
right to terminate on notice has been left... Capital will always have the bigger say in 
the relationship should it go unregulated. In order to address this problem, the 
legislature needed to arrest this power. What is important is not the retrenchment 
package created by Labour Amendment No. 5, but Job security is the important 
thing” (Mucheche, 2017, p. 4). 
The consequences of the aftermath of the Supreme Court ruling on the termination of 
jobs were clear, hence it was expected of the legislature to clip the excessive powers of 
the bourgeoisies (Seyani, 2016). Instead, it chose to assume a mediocre approach. The 
best probable explanation for this choice is in Sutcliffe’s (2013) argument that privation 
of proletariats in Zimbabwe was because of the neo-liberalism approach taken by its 
government in labour market policies. Harrison (2010) states that capitalist nations, 
transnational corporations, and foreign investors gain hegemony over resources in 
developing countries and global business markets, using neoliberal ideology.   
Sassen (2000) argues that international bodies and transnational corporations are 
globalising forces in the same manner as mass media houses, while human rights 




superior nations and multi-billion dollar transnational companies have gained power 
within governments, and business international financial institutions to an extent that 
they influence global labour market policies. With this in mind, one can argue that 
Zimbabwe’s labour legislative framework cannot stand in isolation and against the 
dictates of global investors whom it needs for FDI and to recapitalize its industries. In 
fact, from 2015, Zimbabwe started to move on a new path of ‘ease of doing business’ to 
lure investors, which amongst others, relates to friendly labour laws that do not stifle 
investment (Countouris, 2019).   
Furthermore, the West and international human rights groups had in the past accused 
Zimbabwe of alleged human rights atrocities, and a lack of rule of law emanating from 
farm invasions and compulsory indigenisation of foreign firms (Chan, 2012). In the same 
vein, government needed to control the abuse of the employer’s prerogative of hiring 
and firing employees at will and, at the same time, not anger global capitalists by 
imposing stringent labour laws (Uzhenyu, 2016). It is axiomatic that the legislators 
would not rub salt in the still fresh wounds of the powerful global capitalists (foreign 
investors, transnational companies and international bodies); thus, they opted to instil 
balance by forging new mediocre retrenchment provisions, rather than returning to the 
already failed 1985 pro-employee legislation.  
Consequently, termination of contract of employment on notice was made permissible 
only if the employer followed the retrenchment regulations provided under section 
12(C) of the 2015 Labour Amendment Number 5 (Mutangi, Madhuku, Maja, Steward, & 
Feltoe, 2015). This point takes the discussion to the assessment of retrenchment 







2.4.3. Retrenchment regulations in Zimbabwe 
 
Madhuku (1998) defines retrenchment as workforce reduction, precipitated by a number 
of factors, namely global economic recession, technological changes, disinvestment, or 
transfer of business. Before the 2015 labour amendment, the 1992 Labour Act 
introduced stringent retrenchment procedures to protect employees from massive 
economic dismissals that followed the advent of globalisation after liberalisation of the 
labour market through the World Bank’s ESAP program, implemented during the period 
1990 to 1992 (Kamidza, 2017). In the context of ESAP reforms, companies began to 
restructure their work processes, resulting in massive retrenchment of mainly unskilled 
workers who received a severance package of a week’s salary for all the years worked 
(Kanyenze, 2011). 
To stop this carnage of job losses, the 1992 Labour Act introduced retrenchment 
provisions, which required collective bargaining between the employer and the worker’s 
committee or union, concerning justification and compensation terms of the 
retrenchment (Sambureni, 2001). Gwisai (2006) outlines the retrenchment process and 
explains that a retrenching employer was required to give a written notice, citing the 
intention to retrench and file it before a works council if it exists at the workplace, or to 
the National Employment Council (NEC) if there is no works council. In cases where 
both did not exist, such notice was submitted to the retrenchment board. In instances 
where parties failed to agree on the retrenchment package, either in the works council 
or at the National Employment Council, the dispute would be referred for adjudication 
before the Retrenchment Board (Sambureni, 2001). The board would then forward its 
decision to the Minister for approval and, if the Minister agreed, it became the Minister’s 
decision.  
The Minister, upon receiving guidance from the Retrenchment Board, would then state 
the retrenchment package for each case that the board heard. Retrenchment packages 
issued by the Minister were not uniform in most situations, and disputes ended up with 
either party appealing at the Labour Court (Madhuku, 1998). Retrenchment regulations 




retrenchment packages exceeded the company value and companies failed to pay, as 
in the cases of Continental Fashions v Mupfuriri 1997 (2) ZLR 405 (S), and Phiri & Ors v 
Industrial Steel Pipe (Pvt) Ltd 1996 (1) ZLR 45 (S) (Zimbabwe Law Reports, 1996).  The 
Supreme Court in the Continental Fashions case ruled that: “Clearly therefore, although 
it is not stated in the Regulations, the ability of the company to pay the retrenchment 
package is the ultimate criterion, the bottom line. If the company cannot pay what it is 
ordered to pay it must go into liquidation, which is what the retrenchment exercise was 
designed to avoid (Zimbabwe Law Reports, 1996 p. 38). 
This finding by the court induced acrimonious debate regarding retrenchment 
regulations. Madhuku (1998) views the decision of the Supreme Court as misconceived, 
arguing that there is nothing called ‘ultimate criterion’ in determining a retrenchment 
package. He mentions further that the objectives of retrenchment are twofold, bordering 
on prerequisites to address the economic concept of the employer and employee, whilst 
ensuring the need for social justice. The question of retrenchment was made 
complicated by inconsistencies emanating from different packages issued by the 
Minister, thereby increasing calls to introduce a standard criterion to ensure uniformity 
(Sambureni, 2001). The Confederation of Zimbabwean Industries (CZI) also 
encouraged government to consider re-regulating labour legislation on retrenchment if 
industries were to be recapitalised through foreign capital injection (Countouris, 2019).  
The need to benchmark retrenchment regulations to international standards took centre 
stage, and in 2015 Labour Amendment No. 5 set new conditions. According to the 
USAID (2016), the 2015 retrenchment provisions were in line with regional practices, as 
a baseline criterion was set following the model of Zambia and South Africa. 
Transnational companies and business welcomed the new retrenchment provisions, 
noting that they were pleasant for FDI injection, as they were flexible and allowed 
companies to apply for exemption and avoided payment of the prescribed minimum 
package (Chidede, 2016). 
Conversely, the 2015 amendment stifled collective bargaining, and took away the 




Council in deciding a default retrenchment package (Uzhenyu, 2016).  Nyamapfene 
(2015) says that whilst the new retrenchment law brought certainty to the murky waters 
that clouded retrenchment over the years, it was also extremely pro-employer, as it left 
employees without protection.  
As expected, companies immediately utilised the new minimum retrenchment package 
by terminating employment contracts, as retrenchment became economically cheaper, 
less laborious, and employers could now easily plan for retrenchment with certainty 
(Nyamapfene, 2015). In essence, the practical importation of the new law is that 
employees can be victimised, forced out of a job, and fail to get anything out of it as the 
payment is paltry, especially to those with a short service period (Mucheche, 2017). 
Uzhenyu (2015) concurs, mentioning that if an employer no longer wanted an 
employee, regardless of the reason/s, the retrenchment process was made easier, 
since the employee could have his/her package calculated, and leave without any 
problems.  
The default package that was meant to avoid unnecessary job losses became a 
misleading charm, causing a serious loss of jobs. The ZCTU immediately called for the 
amendment of the new labour law, and registered a grievance with the ILO, citing 
breach of collective bargaining rights (Raftapolos & Sachikonye, 2018). The ZCTU’s 
case rested on the notion that even if government had set a minimum retrenchment 
package, some issues involving retrenchment, including reasons for undertaking 
retrenchment, justifications by the employer, and the selection of affected employees, 
should be negotiated and subjected to review by the Retrenchment Board to avoid 
victimisation of employees (Nyamapfene, 2015).   
The ZCTU contends that in the same manner in which minimum wages are negotiated, 
so should conditions of retrenchment be negotiated at workplaces, or at the National 





2.4.4. Minimum wage provisions in Zimbabwean labour law 
 
Zimbabwe did not have government controlled minimum wage regulations until 28 April 
2020, as minimum wages were abolished by the Labour Act of 1992 (USAID, 2016). 
From 1982 to 1988, government unilaterally set minimum wages, and the period 1989 
to 1991 saw government setting minimum negotiating benchmarks to National 
Employment Councils, with the maximum left for the parties to agree upon. This 
changed in 1992, after enactment of the 1992 Labour Act. This act rendered all authority 
to the works councils and the National Employment Council to facilitate industry-based 
collective bargaining, and to set minimum wages (Labour Economic Development 
Research Institute Zimbabwe, 2008).  
Ncube (2000) attributes formation of the National Employment Council to the advent of 
globalisation, as he notes that adoption of World Bank’s Economic Structural 
Adjustment Program liberalised labour laws by introducing collective bargaining at 
industry level (NECs), as well as workplace level (in works councils), to negotiate any 
conditions of service. Each NEC negotiated its own industry’s basic minimum wages 
leading to different minimum wages for employees with similar professions but working 
in different industries. According to the USAID (2016), the liberalisation of collective 
bargaining was necessary, as it helped businesses to adapt to economic downturns 
through short-term economic adjustments and flexibility in wage negotiations, using 
worker concessions and the ability to reach agreements at works councils. Nyamapfene 
(2015) adds that works councils agreements (workplace level agreements) accorded 
flexibility, as they necessitated adjustment of wages to be aligned to specific conditions 
that companies experience, and in some cases firms apply to the NEC to be exempted 
from paying minimum wages.  
Whilst the removal of government set minimum wages in favour of negotiated minimum 
wages that benefited employers, Kanyenze (1999) argues that the setting of works 
councils and industry specific bargaining councils (NECs) weakened the collective 
bargaining power of unions, while the global capitalists implored the divide and rule 




uniform. Furthermore, the collective bargaining scale was and is still uneven, favouring 
capitalists.          
Table 2.4 below shows average minimum earnings per industry from 2009 to 2014. In 
some cases, salaries actually decreased in succeeding years rather than increased, as 
expected. The differences in minimum wages per industry point to Kanyenze’s (2011) 
argument that industry and enterprise-based collective bargaining diluted the union’s 
power, a scenario that effectively worked for business by giving it the flexibility that it 
needed to dictate minimum wages through negotiations.  
 
Table 2.4: Average minimum earnings per industry 
 
Source: ZIMSTAT (2015, p. 6) 
 
The statistics in Table 5 above show the disjoint in Zimbabwe’s labour market, as works 
councils and NECs made organising union activities and cooperation difficult with each 
industry setting its own minimum wages. It can be argued that this was mainly owing to 
a lack of coordination on the part of the unions, since they had different primary 




industry, one could find at least two or more rivalry unions preoccupying much of their 
time with squabbles and infighting, thus weakening union power (Madhuku, 2015). As 
unions became weaker and weaker, and as explained in detail in the following section, 
their power to evoke the use of industrial job action to aid collective bargaining to 
improve minimum wages, also dwindled.  
 
2.4.5. Right to collective job action 
 
Turning to the concept of collective job action, the existence of provisions for 
collective job action is not only to benefit the employee, but also the employers 
themselves. Uzhenyu (2016) argues that an industrial action is the full-blown 
manifestation of industrial conflict, where employer(s) or employees collectively take 
action to settle a workplace dispute about conditions of service by resorting to lockout, 
refusal to work, sit-in, go-slow and several other means. Sambureni and Mudyawabikwa 
(2003) state that a labour strike is a serious form of industrial action, culminating from 
organisational conflict.  
Gwisai (2006) declares that industrial conflict is necessary, and should be viewed as 
positive. He says further that the employee’s ability to withdraw labour is the only 
ultimate weapon at his/her disposal in collective bargaining, whilst the employer’s right 
to lock-out the employee and withhold remuneration brings reason to employees, and 
waters down ‘militant’ unionism. Conflict is, therefore, inevitable and needs 
management to limit its disruptive nature (Mudyawabikwa, 2004). One such 
management tool is the regulation of workplace relations.  
The right to strike in Zimbabwe is not openly a given, since the Labour Act [Chapter 
28.01], section 104, has set rigid procedures, making it entirely impossible for 
employees to engage in a legal strike (Madhuku, 2015). The Labour Act requires that 
employees who intend to strike should first refer their dispute to a labour officer. If the 
dispute is not resolved within thirty days, employees should give the employer fourteen 




which should prove that more than 50% of the employees are in favour of strike action, 
using a secret ballot. Furthermore, the union should also write a letter in support of the 
industrial action (Labour Act, [Chapter: 28.01]). Only then, can job action be considered 
legal. Schiphorst (2001) asserts that these provisions afford employees the right to 
strike with the left hand, and immediately takes it away with the left hand owing to the 
rigorous requirements. Should employees engage in collective job action without 
fulfilling every requirement, they risk being disciplined, with the ultimate action being 
dismissal. 
The International Labour Organisation (2016) tried to explain factors that influenced 
crafting of rigid right to strike law, with its Commission of Inquiry on Zimbabwe observing 
that this right is not fully guaranteed, thus difficult to practice due to an excessive 
declaration of essential services in Zimbabwe. It also lamented that the procedure to 
strike was problematic, because security forces intervened in work related strikes where 
employees were required to register and be cleared by the police in compliance with the 
Public Order and Security Act (POSA) (2002). If the strike action was not authorised by 
POSA, even if all the Labour Act’s provisions were followed, it will not be allowed. 
Notwithstanding the fact that the reasons given by the ILO may also have contributed 
towards suffocating the employees’ right to collective action, the reasons were more 
political than labour-related. These reasons are shallow, especially in light of the two 
high profile industrial actions that took place at the Grain Marketing Board (GMB) and 
National Railways of Zimbabwe (NRZ) in 2016. These two companies are huge 
parastatals in Zimbabwe, whose functions are key and central to both the economy and 
public policy, as the GMB is the national food storage entity, whilst NRZ is a major 
railway business transporter.  
In February 2016, the GMB employees engaged in a sit-in at their head-office, 
demanding salary arrears in access of six months (Mudadigwa, 2016). In the NRZ case, 
over 4 000 employees downed tools, claiming salary arrears owed over fifteen months 
(Charumbira & Nyoni, 2016). Uzhenyu (2016) mentions that these two cases are rare, 
since strike action was allowed with minimum government interference. In view of the 




legislative environments, depending on the seriousness and gravity of the conflict 
between the parties.  
Perhaps strike action perceptions of the authorities in government or in powerful 
conglomerates influence, to at a greater extent, the level of tolerance that can be given 
towards collective job action (Le Roux & Cohen, 2016).  According to Organisational 
Training Development - OTD (1994), the conceptualisation of workplace conflict from 
causes and consequences, is viewed as either disruptive or constructive. Table 5 below 
shows how conflicts are perceived, showing perceptions that guide solutions to either 
prevent or resolve workplace conflicts. Whenever a conflict is perceived to be disruptive, 
laws are promulgated to guard against the anticipated disruptive nature of such 
conflicts.  





Table 2.5: Conceptualisation of workplace conflict 
 
Source: Uzhenyu (2016, p. 45)  
 
Developing from Table 2.5 above, in the event that workplace conflicts are perceived to 
be destructive, workplace regulations promulgated with such a conceptualisation aim to 
ensure that any such disruptive behaviour is avoided, and this perhaps explains the 




However, Countouris (2019) contends that the legal legislation should afford employees 
workplace democracy rights that exist in the ILO’s Convention No. 87. He further argued 
that the right to strike is an employee’s workplace democratic right. According to  
Mudyawabikwa (2004), the ZCTU added that the setting of 14 days’ notice to engage in 
industrial action violates workplace democracy in Zimbabwe, and called for the 
reduction of the 14-day notice period to 48hours to match South Africa’s Labour 
Relations Act.  The provisions of workplace democracy are presented in the next 
section.  
 
2.4.6. Workplace democracy and the dawn of globalisation in Zimbabwe  
 
The concept of workplace democracy is described by Brione and Nicholson (2012, p. 
11) as the idea of giving employees a greater voice in the firms in which they are 
employed. Bendix (2007, p.654) defines it as “industrial democracy,” which takes the 
form of “increased employee participation, both in the decision making process and in 
profits of the undertaking.” Exenberger and Hartmann (2007) postulate that the dawn of 
globalisation and technological changes cajoled firms to reorganise, and flattered the 
need to hire improved skills and competencies. This resulted in flooding of the 
workplace with educated enlightened workers whose knowledge needed management 
to work towards involving employees in decision-making.   
The history of workplace democracy emanated from the labour movement, dating back 
to the 20th Century, driven by advocacy against workplace atrocities of forced labour, 
employee abuse and exploitation (Lerche, 1998). Other schools of thought arising from 
theoretical foundation of workplace democracy argue that the concept blossomed from 
the critique of Taylor’s (1911) scientific management theory, which viewed work as a 
necessary curse and evil (Hatcher, 2007). Due to the rising denunciation of capitalism 
and employee abuse by Marxism ideology, and later the propounding of humanistic 
theory by Elton Mayo through the Hawthorne studies, focusing on the importance of the 
psychological complexity of human beings from desires, needs and goals, changed the 




Further work into the humanistic management discipline by neo-humanistic theorists 
viewed work as an intrinsic value, as in the works of Herzberg, McGregor and Maslow, 
and the idea of participatory workplaces became acceptable worldwide, while the need 
to have globally standardised benchmarks became increasingly necessary (Fisk, 2016). 
The International Labour Organisation moved in to ensure globally acceptable labour 
standards by promulgating conventions to set minimum standards for employee rights 
and workplace democracy (International Labour Organisation, 2003). The main four ILO 
conventions that are fundamental to workplace democracy are: 
 Freedom of Association and Protection of the Right to organise Convention, 
1948 (No. 87); 
 Forced Labour Convention, 1930 (No. 29); 
 Right to Organise and Collective Bargaining Convention, 1949 (No. 98); and  
 Abolishment of Forced Labour Convention, 1957 (No. 105).  
Zimbabwe ratified these four main ILO conventions (Gwisai, 2006). According to the 
USAID (2016), the Zimbabwean institutional and regulatory framework is modelled 
along the dictates of the ILO guidelines, and thus conform to basic requirements. 
Workplace democracy in Zimbabwe is entrenched in the Labour Act, Section 7, and 







Table 2.6: Protection of employee rights for workplace democracy 
 
Source: Labour Act [Chapter 28: 01], Section 7 (1992) 
It is clear from the definitions and proviso of the law above that workplace democracy is 
the right of employees to organise for purposes of advancing their interests. The 
Zimbabwean labour legislation mandates the employer to allow employee participation 
and involvement in workers committees’ activities, union organisation and works 




of globalisation has encouraged employee participation, where employees influence 
management actions and share in decision-making. 
Bendix (2007) adds that there are two forms of participation, namely direct and indirect 
participation. In the former, all employees are involved, whilst in the latter (indirect 
participation), an employee representative engages with management on behalf of all 
employees. Brione and Nicholson (2012), citing Pateman (1970), argue that the 
implementation of employee participation is done through either (1) full participation, (2) 
partial participation, or (3) pseudo participation (see Table 2.7 below). 
Table 2.7: Types of employee participation approaches 
 
Source: Brione & Nicholson (2012, p. 18) 
Foley and Polanyi (2006) observe that if employers were interested in promoting 
workplace democracy they should implement the first two categories;, however, in 
practice, only pseudo participation exists. Bendix (2007, p. 656) disagrees and 
elucidates that workplace democracy study, through collective “bargaining limits the 
authority and prerogative of management and allows representation of employee 
interests against those of management.”    
With particular reference to Zimbabwe, Gwisai (2006) postulates that decentralising 
collective bargaining in Zimbabwe, by creating works councils to engage in collective 




employers to make unilateral decisions. Madhuku (2015) defines works councils as a 
bipartite institution, comprising equal representatives from the employer (management) 
and employees (worker’s committee), established to participate in collective bargaining 
at workplace level. Duties of the works council are codified under section 25A of the 
Zimbabwean Labour Act [Chapter 28:01]. This council is required to meet regularly to 
discuss the following, among other issues: 
• Terms and conditions of employment;  
• Policies, benefits and code of conduct; 
• Wages and salaries increments; 
• Job evaluation; 
• Health and safety; 
• Restructuring, and grievances from both management and workers; 
• Matters pertaining to the welfare of the employees like housing and training; 
study 
• Productivity, how to increase and possibly measure it; 
• Methods to avoid wastage of human and material resources; 
• Information sharing and dissemination; and  
• HIV/AIDS issues. 
The model of the Zimbabwean works council fits well with Bendix’s  (2016) description 
of plant-level committees or councils, which she argues are the most common and 
popular example of employee participation in Zimbabwe. Collective bargaining 
agreements that arise from these works councils are not binding on the employer, as 
they are merely recommendations (Khabo, 2008). Decisions of the works council are 
only implemented if the employer agrees with them. In a number of cases, works 
councils are used as communicative information dissemination forums, as deadlocks on 
an agenda item brought by management can be effected in any way, regardless of the 
stalemate (Kanyenze, 2011).   
For example, as discussed earlier, the current retrenchment regulations require 




there is a deadlock, the employer is allowed to proceed with the retrenchment as long 
as it is offering the prescribed minimum package. Section 25A (5) of the Labour Act is 
instructive as regard to the requirement to consult employees at works council as it 
states thus, “...a works council shall be entitled to be consulted by the employer relating 
to any of the following matters” (Labour Act, Section 25A (5), 1992).  
Although globalisation entrenched workplace democracy in Zimbabwe, it also brought 
with it negative impacts like weakening the power of unions (Chiripanhura & 
Makwavarara, 2000). Works council took away union participation at workplace 
negotiations and in most cases workers committees entered into unfavourable 
decisions. In this regard, Hatcher (2007, p. 1) argues that “worker freedom has shown 
little sign of increasing and with globalisation of the workplace the hope of democratic 
workplaces for many is an unrealised dream”.  
Similarly, according to Kanyenze (2011), worker participation at workplace level involves 
worker’s committee members, whilst excluding the union, and it promotes employee co-
operation, consensus, and recognises the right of employers to manage the workplace, 
and to make important decisions at the expense of employee welfare.  
In this regard, a detailed discussion of the role of a worker’s committee, as provided for 
by Zimbabwean labour legislation, is important to appreciate their functions in line with 
deepening globalisation.   
 
2.4.7. Intensifying globalisation and the role of the worker’s committee  
 
Workers’ committees comprise study elected employee representatives who work as 
vehicles to achieve workplace democracy through engagement with management to 
address employee interests (Sambureni & Mudyawabikwa, 2003). They are established 
under sections 23 and 24 of the Zimbabwean Labour Act, and their duties and 
responsibilities are outlined in the same proviso. The involvement of workers’ 




grievance committees in Zimbabwe aligns with Bendix’s (2007) description of task-
centred participation. Task-centred participation restricts employee involvement by 
confining the worker’s committees to issues of less significance, whilst high-level 
decisions are left to management’s prerogative.   
Commenting on these pseudo employee participatory activities, Mamba, Jordaan, and 
Clance (2015) note that the coming of globalisation and the influence of transnational 
firms brought about global best standards, which increased worker participation at 
enterprise level, whilst destroying organised labour. Mucheche (2017) concurs that 
management and worker’s committees never hold the same power although legislation 
assumes that they hold equal power. Contrarily, in practice study, labour is highly inferior 
to capital, and with the advent of globalisation, worker democracy and power is under 
siege. Sweeney (2004, p. 102) sums med it up by stating that “with the dawn of 
globalisation, democracy clearly stops at the workplace door.”  
For example, in the Supreme Court case of Zimbabwe Electricity Supply Authority v 
Mare (2005), Mr Mare (chairperson of the worker’s committee) was dismissed for 
advising a member of staff who faced a disciplinary hearing to change his incident 
statement, and Mare tore up the original statement. In upholding the decision to dismiss 
Mr Mare, the Court reasoned that a worker representative is first an employee of the 
organisation, thus he should conduct him/herself within the legal provisions and code of 
conduct that govern the workplace. In another celebrated High Court case, namely that 
of James North (Zimbabwe) Limited v Muronze and Others (1997), an eight-member 
worker’s committee was dismissed for allegedly inciting workers to engage in a go-slow 
during protracted collective bargaining. In justifying its decision to dismiss the worker’s 
committee members, the Court observed that members of the workers committee are 
not ‘sacred cows’ that cannot be disciplined.  
Lee and Vivarelli (2006) argue that powerful global firms that influenced workplace 
legislation in order to safeguard their investments caused the decadence of workplace 
democracy in form of dissolution of union power. Edwards (1997) says that globally 




over national and global economics so that their influence on workplace legislation tilts 
the law to their advantage to protect their business interests. In the process, workplace 
democracy suffers, and so does the essence of collective bargaining, which is 
discussed below.   
 
2.4.8. Collective bargaining legal framework in Zimbabwe 
 
Gernigon, Odero and Guido (2000) argue that collective bargaining is integral in 
workplace democracy, as it allows employee participation in issues that affect them 
directly, creating an opportunity for management and labour to jointly resolve workplace 
problems. The Zimbabwean Labour Act under Section 25A, through the works council, 
and under section 74 by use of the National Employment Councils, provide for collective 
bargaining. Grogan (2000, p. 263) defines collective bargaining to be a process by 
which “employers and employees collectively seek to reconcile their conflicting goals 
through a process of mutual accommodation.” The Zimbabwean High Court in the case 
of the Metal and Allied Workers Union v Hart Ltd (1985) explained this process clearly; 
“there is a distinct and substantial difference between consultations and bargaining. To 
consult means to have counsel or seek information or advice from someone and does 
not imply any kind of agreement, whereas to bargain means haggle or wrangle so as to 
arrive at some agreement on terms of give and take. The term negotiate is akin to 
bargaining and means to confer with a view to compromise an agreement”.    
The ILO defines collective bargaining to be an activity that leads to the conclusion of a 
written collective agreement between employers and their employees, entered into by 
duly authorised representatives of the parties, whereupon the agreements become 
binding on them, according to national law (Gernigon, Odero, & Guido, 2000). In 
Zimbabwe, collective bargaining is conducted at workplace level (works council), and 
through industry bargaining (National Employment Council).  
NECs are sector specific collective bargaining chambers, created in 1992, following 




section 62. It is formed by a registered trade union(s) and employers’ organisation(s) 
falling under a specific industry, which combine to form an NEC for the purpose of 
determining and regulating wages and conditions of employment in their respective 
undertaking/s (Kamidza, 2017). NECs were and are still funded by employers’ 
organisations and sector employees through a monthly 50/50 contribution, agreed upon 
by the parties (Madhuku, 2015).  
It is not deniable that the dawn of globalisation influenced the Zimbabwean labour 
legislative system from a government-controlled to a liberalised system, where parties 
negotiate conditions of service, and generally anything affecting them in their 
employment relationship. On the one hand, NECs introduced indirect representation in 
the model that Bendix (2007) postulates, where the union and employer organisation 
actively participated in free collective bargaining to set industry’s wages, conditions of 
service, regulate industry code of conducts, and jointly solved problems, arising from 
their industry. NECs provided for employee full participation, since unions challenge 
management decisions and minimised management prerogatives. Agreements reached 
in the NEC are Collective Bargaining Agreements (CBAs) that are binding upon the 
concerned parties. CBAs become operational either through registration by the 
Registrar of Labour, or after gazetting into statutes through the attorney general’s office 
(Madhuku, 2015).   
Conversely, NECs created space for employers and shielded them from direct union 
interference in the workplace’s daily management, while union contributions to labour 
relations are confined to collective bargaining at the NEC, and the majority of workplace 
democracy activities involve works councils (Gwisai, 2006). New trends of employer 
dominance in workplace democracy have been witnessed by provisions of exemptions, 
where unions have been faced with a dilemma of how to deal with works council 
agreements that the NEC has had to ratify, and where, for example, the employer would 
have agreed with its employees to apply for exemption from paying minimum wages 




These challenges magnify the growing influence of globalisation in work organisations. 
Furthermore, the ever-evolving technological changes, challenges of economic 
recessions, and new work designs have in most cases rendered conditions of service in 
CBA impossible to implement. Bendix (2007) claims that globalisation has changed 
workplace relations significantly with the rise of enlightened workers, increased skills, 
competences, worker self-direction, and self-monitoring. These transformations have 
forced unions to adapt and evolve with changing times, whilst adopting co-operation 
and involvement with management through participation in higher joint decision making 
in order to adapt and solve global challenges that affect both employers and employees.   
The approach to collective bargaining by unions and worker’s committees has also 
drastically changed in modern Zimbabwe. It is best described by Salamon’s (2000) 
elucidation of collective bargaining, as cited by Bendix (2008, p. 656), stating that it is “a 
philosophy or style of organisational management which recognises the need and rights 
of employees, individually or collectively, to be involved with management in areas of 
the organisation’s decision making beyond that normally covered by collective 
bargaining.”  
Before progressing to the next chapter, a brief assessment of the major concepts 
emerging from the review of extant literature on globalisation and labour legislation is 
important to establish a synthesised theoretical foundation of this study.  
 
2.5. Emerging concepts in this chapter 
 
The debate regarding Zimbabwe’s labour legislation, particularly the Labour Act 
[Chapter 28:01], is characterised by unending union critics, with concerns that the 
Labour Act does not afford necessary employee rights and freedoms (Gwisai, 2006). 
Conversely, business view labour legislation in Zimbabwe as being counter-productive, 
epitomised by employee protective provisions (Sachikonye & Raftopoulos, 2018). 
Although it would be naive for one to expect any labour legislation to be flawless and 




concepts and issues of common interest between employers and employees. In fact, 
Biagi, Tiraboschi and Rymkevitch (2002) argue that law in itself cannot determine an 
outcome for every possibility, but it should be able to provide basic guidelines and 
principles within the auspices of moral reasoning. The severe criticism that the 
Zimbabwean Labour Act suffers of both sides of the divide, only point to some failures in 
the basic requirements.  
 
For example, employment contractual law in Zimbabwe engages employees on fixed-
term contracts, casual contracts and specific task contracts, but sets moral principles, 
denying the casualization of labour by establishing that casual contract employees who 
work for a period exceeding six weeks in four consecutive months, renders the 
employee permanent. The employer is not obliged to provide any reasons why it prefers 
to engage employees on a casual basis rather than permanently, as the requirement is 
only to ensure that such an employment relationship should not surpass six weeks in 
any given four months. Consequently, employers simply discontinue employment, and 
hire new employees under new terms and conditions with slight variations to the job 
descriptions. This is a serious weakness that employers can exploit and perpetuate in 
casual labour. It is indisputable that such a practice is immoral. 
 
Work is central in any society, thus the provisions and extent of labour legislation and 
work itself is always contentious. It is acceptable in extant literature that employers are 
interested in flexibility concerning employment terms, wages, altering work processes, 
and determining terms and conditions of employment, whilst employees seek job 
security and workplace democracy (Kanyenze, 2011; Kamidza, 2017). In order to 
maintain industrial harmony, an equilibrium should be attained between these two 
composites.  
 
Consequently, labour legislation should seek to achieve fairness through all the stages 
of employment relations from employment, on-job-relations, and including the 
termination of employment contract stage. Ultimately, what the law denies or allows 




dynamics of society and the intensity of globalisation on the world map, societal values 
and norms continously change, as does workplace relations; hence, labour legislation 
shoud also move with these changes.     
 
2.6. Chapter summary 
 
This chapter outlined a synopsis of globalisation and its influence on labour legislation, 
following a chronological order in the development of Zimbabwe’s labour law. The main 
fundamentals of Zimbabwe’s labour legislation identified in this chapter include: 
provisions that guide employment contracts; termination of employment contracts; 
employee democracy; retrenchment regulations; and collective bargaining. This chapter 
illuminated different scholarly views on globalisation and labour legislation in Zimbabwe. 
The contrasting views emerging from literature created a perfect theoretical 
springboard, inspiring the need to undertake a phenomenological study in this field to 
probe the actors’ (employers and employees) experiences as means to understand the 
phenomenon from their viewpoint. The next chapter continues to review existing, 











The conceptualisation of affirmative action globalisation and labour relations focuses 
more on efforts to eliminate discrimination in workplaces (Hepple, 1997). Guan (2005) 
postulates that there are two forms of affirmative action, namely: (1) elimination of 
ongoing discriminatory practices through regulative laws; and (2) positive discrimination, 
which refers to favouring previously disadvantaged groups to correct past 
discrimination, using policy formulation. The quest to eliminate or reduce workplace 
discrimination and inequitable practices is driven by the general utopia drawn from the 
global human rights creed that all people are equal, and should have equal access to 
resources and opportunities (Iyer, Clayton & Downing, 2003). If one person gets 
anything ahead of others, the achievement should be owing to fair competition, ability, 
and capacity to perform better than others.  
Zimbabwe has earnestly worked towards ensuring equal opportunities workplaces 
through anti-discriminatory regulations enshrined in the country’s Labour Act [Chapter 
28:01], and positive discrimination, as codified by the Indigenisation and Empowerment 
Act [Chapter 14:33] (2007). In this regard, the state, business and labour, as parties 
within the employment relationship, have played significant roles in dealing with 
workplace discrimination and affirmative action policies in labour administration. 
This chapter therefore identifies forms of affirmative action policies and strategies 
implored in Zimbabwe through different legislative and policy regulations, and how 
these have affected labour relations both positively and negatively. Most importantly, 
whenever the concept of globalisation comes to the fore, the notion of affirmative action 




this area, for example, Guan (2005) argues that the wave of workers’ rights movements, 
and general human rights movements across the globe, led to the formulation of anti-
discriminatory laws and vanquished forced labour, slavery and all forms of 
discrimination. Contrarily, Soroka et al. (2006) contend that globalisation is a serious 
deterrent of national affirmative action policies in many nations.  
Gwisai (2006) adds that with reference to Africa, particularly Zimbabwe, the effect of 
globalisation on workplace relations is akin to colonialism and its discriminatory 
practices on native employees. Similarly, in contemporary workplaces, globalisation has 
become the biggest driver of workplace discrimination and proletariat marginalisation. 
The dawn of globalisation brought about some form of workplace prejudice against the 
common working class, which still exists in today’s work organisations (Weisskopf, 
2009). This chapter, therefore, explores these issues in detail to give an in-depth 
contextual knowledge of the impact of globalisation on affirmative action in Zimbabwe, 
considering its effects on employers, employees and the role of the state (government) 
as regulator of workplace laws and policies. The discussion below begins with an 
assessment at globalisation, as it relates to affirmative action policies and laws in 
Zimbabwe’s workplaces.   
 
3.2. Globalisation and affirmative action in Zimbabwe  
 
Zimbabwe’s labour relations are tinted with a history of high prevalence of 
discrimination, which backdates to the colonial era. The bigotry in Zimbabwe’s labour 
relations manifests through, amongst others, racial, gender, religious and tribal 
discrimination (Madhuku, 2015). According to Mahapa and Watadza (2015), these bias 
practices have in the past led to unequal treatment of employees, for example, white 
employees earned higher salaries than blacks in the same jobs. These prejudices 
extended to gender discrimination, as certain jobs were not permissible for either 
women or men, with women suffering the most chauvinism (Bachalet, 2012). Hence, 




appointments or upward progression is inspired either by racial, tribal, gender, or by any 
other form of bias, creating a serious glass ceiling for those suffering from the prejudice.  
Hepple (1997) argues that inequalities in the workplace are found in discriminations, 
while Fredman (2005) articulates that such disadvantages can be ameliorated through 
the use of legislative interventions.  Dupper (2008) concurs by noting that intervention 
policies should be crafted to ensure justifiable corrections, and that the intended 
beneficiaries then reshape the unsettled balance. In modern workplaces the world over, 
globalisation has positively influenced affirmative action policies against workplace 
discrimination (Weisskopf, 2009). Global human rights groups and United Nations 
organs like the ILO have strongly castigated all kinds of workplace discrimination. As a 
member of the ILO, Zimbabwe enacted workplace anti-discrimination laws, which 
are discussed in the following section.   
 
3.1.1. Protection of employees against workplace discrimination  
 
According to Macdonald (1997), global pressure advocating for fair and equal 
opportunities in workplaces, gathered momentum through promotion of legislative 
enactment and vigorous enforcement of anti-discrimination laws, driven predominately 
by the ILO and its Convention 87 and Convention 98. As a result, many nations, 
including Zimbabwe, ratified these two conventions and enacted anti-workplace-
discrimination laws in its Labour Act [Chapter, 28:01].  
 
3.1.1.1. Anti-workplace discrimination provisions in Zimbabwe 
 
Through its Labour Act [Chapter 28:01], Section 5 (1) and (2a), Zimbabwe promulgated 


















Source: Labour Act [Chapter 28:01] Section 5 (a) (2a) 
Current regulations against workplace discrimination are similar to provisions of the 
Labour Relations Act of 1985.  Fobanjong (2001) mentions that soon after 
independence, the black majority government adopted the affirmative action policy of 
“black advancement”, which focused on correcting past discrimination that existed from 
the country’s colonial era. The 1985 Labour Relations Act was fashioned along 
America’s Civil Rights Act, Chapter 7, which prohibited workplace discrimination 
(Fabanjong, 2001).  





The 1985 Labour Relations Act states that “no employer shall discriminate against any 
employee on the grounds of race, tribe, place of origin, political opinion, creed or sex in 
relation to job advancements, recruitment, wages, salaries and benefits” (Labour 
Relations Act, 1985). These provisions catapulted implementation of the black 
advancement policy, which facilitated the immediate appointment of blacks into senior 
government and private-public enterprise positions, leading to early retirement and the 
resignation of white employees. 
Sachikonye (1990) notes that the black advancement policy was widely supported by 
the British, the United States and the ILO, as it was designed according to the American 
model of human rights. Muzondidya (2010) declares that the British government 
assisted by promoting the early retirement of white employees by sponsoring attractive 
retirement packages in foreign currency. In this regard, it is axiomatic that the success 
of the black advancement policy was owing to the support that it received from the 
international community.  
Conversely, Ndlovu-Gatsheni (2013) states that while the black advancement policy 
was a success, the affirmative action policy was a failure owing to globalisation. The 
author argues that as a super power and former colonial master, Britain interfered with 
the internal affairs of the new state of Zimbabwe by negotiating with the new 
government for retirement packages, in foreign currency, for the British descendants 
and the white minority in government, and facilitated their smooth migration. The British 
government, therefore, caused serious attrition of essentially skilled experienced white 
employees study, affecting the operations of both government and public-private 
enterprises. According to Fobanjong (2001, p. 147),  “the mass attrition of whites from 
the Zimbabwean civil service can actually be seen as a backlash against affirmative 
action or the black advancement policy”.    
With these contrasting comments, it is debatable whether or not the black advancement 
policy succeeded. Although it is appreciated that positive and negative results are 
unavoidable in any policy implementation, the adjudication that a policy has succeeded 




Organisation’s (2012) workplace discrimination survey showed that gender based 
discrimination is still rife in modern workplaces, especially in Africa, the Caribbean, the 
Middle East and Latin America. In Zimbabwe, what is clearly noticeable regarding 
globalisation and affirmative action is that major forms of discrimination in the workplace 
are controlled by way of anti-discrimination laws modelled on international labour 
standards (Maruzani, 2013). However, the promulgation of laws is one thing, and 
successful implementation is another. 
Perhaps to adjudicate Zimbabwe’s ingenuity to deal with workplace discrimination, it is 
pertinent to consider more recent practically embarked upon affirmative action, with 
particular analysis of Labour Amendment Number 5 (2015). 
 
3.1.1.2. Labour Amendment Number 5 and its implications 
 
Zimbabwe enacted Labour Amendment Number 5 (2015), and the legislature applied 
retrospective action on the compensation of employees whose contracts were 
terminated on three months’ notice after the famous case of Don Nyamande & Anor v 
Zuva Petroleum Pvt Limited SC 43/15 (2015). Detailed facts of the matter in the Don 
Nyamande case were mentioned in Chapter 2 above. Focus at this point shall only be 
on the success and implications of this affirmative action policy in its retrospective 
nature, as it relates to globalisation.  
According to Uzhenyu (2017), the purpose of the Labour Amendment No 5 of 2015 was 
to achieve two things, namely (1) to correct the unfair termination of employment 
contracts by offering compensation to affected employees; and (2) to stop the existing 
inequality by stopping the termination of employment contracts on notice. Mucheche 
(2017) asserts that in order to correct the damage, all employers who had terminated 
employees after the July 2017 Don Nyamande judgement were ordered to compensate 
employees for the loss of employment by paying two weeks’ pay for each year worked. 
Furthermore, the legislature sought to curb the right that employers wielded in the hiring 




The termination of jobs on notice by employers is a common law right, which provides 
employers with the prerogative to decide contractual terms with their employees, 
especially in choosing whether to continue with the employment relationship or to 
terminate it. It is a traditional British legal position that is globally acceptable in many 
nations’ employment laws (Del-Bove and Francoz-Terminal 2015). The Zimbabwean law 
provided for this provision in the 1992 labour law reforms yielded to global capitalism 
that advocated for flexible labour laws as a condition for study he FDI.  
Mucheche (2017) notes that the employer’s right to terminate employment on three 
months’ notice remained unused since its inception in 1992 up until the Don Nyamande 
July 2015 case. The Zimbabwean Chief Justice, Malaba (2017), said that the effect that 
the Supreme Court judgement induced was that all employers who had slumbered 
blissfully over the years without utilizing this provision, retrenched employees 
immediately, by giving them three months’ notice. The State was, therefore, correcting a 
surging evil in the labour market, whose footprints date back to 1992 labour law 
reforms, when globalisation forces convinced government to afford employers 
excessive powers to hire and fire.  
Perhaps the backlash that followed the retrospective application of this affirmative 
action policy illuminates better the impact of globalisation on affirmative action.  Seyani 
(2016) argues that pursuant to the retrospective action, legal battles emerged in the 
courts of law, namely the Labour Court, High Court, Supreme Court, and the 
Constitutional Court. Employer organisations castigated the amendment for lacking 
logic, being unconstitutional, working against public policy, and generally being unlawful, 
as it burdened employers with a heavy load to pay retrenchment packages when the 
law supported their actions at the time (Mucheche, 2017). In fact, in the case of Zimind 
Publishers (Pvt) Ltd v Minister of Public Service, Labour and Social Welfare and 
Another, HH 170/17 (2017), the court ruled in favour of employers. It held that whilst it is 
legal for the Legislature to pass a law, in retrospect such a law should not take away 




The Confederation of Zimbabwean Industry, backed by international investors, has also 
challenged the Zimbabwean government strongly for its lack of respect for its own 
labour laws (Chidede, 2016). Matyszak (2016) shares this notion, highlighting that the 
inconsistency in terms of policy and labour laws in Zimbabwe has seriously affected 
Zimbabwe as a good country for investment.  Due to these challenges, the retrospective 
policy remained unimplemented for two and a half years following its inception owing to 
increased global criticisms.  
Conversely, supporters of the retrospective application of Labour Amendment No. 5 
argued that the affirmative action policy was an instrument of social justice, since it 
came as a direct remedy to unequal socio-economic relations between employers and 
employees (Mucheche, 2017). The Supreme Court Chief Justice, Malaba (2017), said 
that the amendment had an effect of not only correcting the inequality between 
employers and employees, but it had the good effect of ensuring that Zimbabwe 
honoured its international obligations as a member to the ILO after having ratified 
Convention No. 158 on the fair termination of employment contracts. He further argued 
that it is unreasonable to have a domestic law that defeats the objectives of international 
obligations, and pointed out that the retro-activity was in line with international best 
practices, and that the benefits of such actions clearly far outweighed the unfairness 
that it occasioned. The argument by Malaba (2017) justified that the affirmative action 
taken by Parliament was influenced by globalisation and the need to adhere to ILO 
global standards.   
In the case of Greatermans Private Limited t/a Thomas Meikles v (1) The Minister of 
Public Service, Labour and Social Welfare, and (2) The Attorney General CCZ 86/15 
(2015) on 28 March 2018, the Constitutional Court ruled that the employees terminated 
in July 2015 should be compensated in terms of Labour Amendment No. 5 (2015). The 
dispute was resolved after nearly 3 years of legal battles; however, the new hurdle rests 
on the ability of employers to pay the compensations, since the total compensation 




The above arguments highlight the existence of divergent views regarding affirmative 
action policies, which shows that although affirmative action policies are designed to 
restore dented human dignity, according to Papacostantis and Mushariwa (2016), they 
also occasion considerable controversies. Following this same line of argument, Hepple 
(1997) states that in the category of affirmative action policies, the most contentious 
form of affirmative action is positive discrimination, which is discussed in detail in the 
following section.    
 
3.1.2. Zimbabwean indigenisation and empowerment policy at the dawn of 
globalisation 
 
Developing from Hepple’s (1997) argument above, perhaps what makes positive 
discrimination controversial rests in Jones’ (1991) explanation that its assumptions are 
buttressed on perpetuating bias by creating a new form of discrimination. This refers to 
favouring previously or currently disadvantaged groups by ensuring that they receive a 
desirable lion’s share in the distribution of scarce resources ahead of other group(s). 
Positive discrimination, therefore, aims to correct the negative long-term effects of past 
discrimination by creating a new form of policy-controlled discrimination. Marcela, 
Ashok, and Gerhard (2015) postulate that the implementation of positive discrimination 
is done by reserving a significant proportion of benefits or resources for a 
disadvantaged group, or through preferential treatment.  
According to Hepple (1997), when affirmative action is implemented in the form of 
positive discrimination, it is usually too ambitious, and inadequate to effect change. 
McGregor (2013) highlights that the challenge associated with positive discrimination is 
that affirmative action policies modelled along these lines can be both under-inclusive 
and over-inclusive in their scope. For example, positive discrimination policies or laws 
can include all blacks; even those who are not disadvantaged and, in some cases, 




The next section reviewed extant literature on Zimbabwean Employee Share Ownership 
Schemes and globalisation.  
 
3.1.2.1. The indigenisation conundrum and Employees’ Share Ownership 
Schemes 
 
The Zimbabwean Indigenisation Act of (2007) defines an indigenous Zimbabwean to 
mean the following:  
“Any person who, before 18 April 1980, was disadvantaged by unfair discrimination 
on the grounds of his or her race and any descendant of such person and includes 
any Company, association, syndicate or partnership of which indigenous 
Zimbabweans form the majority of members or hold the controlling interest”  
(Zimbabwe Indigenisation and Empowerment Act, 2007). 
All black Zimbabweans fit into this definition above, including both the black aristocracy 
who are not in need of any assistance, and the lowest social class who is in grave need 
of help.  
The Indigenisation and Empowerment Act [Chapter 14:33] of 2007, Section 14(a), 
describes the principle behind the Employee Share Ownership Scheme by explaining 
that: 
 “The Purpose of the Employee Share Ownership Schemes shall be to ensure 
broad based economic empowerment by ensuring that the workers participate by 
way of having direct equity in the companies they are working for” (Zimbabwe 
Indigenisation and Empowerment Act, Section 14 (a), 2007). 
This means that employees in Zimbabwe could directly participate in the employer’s 
business, not only as employees, but also as co-owners (Matyszak, 2016). Bendix 
(2007) argues that employee participatory programs of this nature help to enhance 




corporate governance, and improves employee understanding of how the company for 
which they work operates, while it facilitates labour and management cooperation 
through breaking down the ‘them’ and ‘us’ syndrome (Marcela et al., 2015). Kazlowski 
(2014) concurs that employee share ownership promotes favourable attitudes amongst 
employees towards the organisation.  Skorupinska (2014) claims that in an effort to 
repel pressure from unions, firms have defused unions’ power and influence by 
introducing direct employee participation to the business through employee share 
ownership. This concept is a globally acceptable way of improving employee 
participation within companies. 
Dube (2013) argues that the Zimbabwean indigenisation policy drew its inspiration from 
affirmative action success stories of a similar nature in the USA, France, Singapore, 
Taiwan, Italy and Austria. He further contends that the adoption of employee share 
ownership was in line with global best standards, acceptable internationally under the 
following provisions: 
 The African Charter on Human and People’s Rights states: “All people shall 
freely dispose of their wealth and natural resources. This right shall be exercised 
in the exclusive interests of the people. In no case shall a people be deprived of 
it” (Article 21(1)); and  
  International Covenant On Economic, Social and Cultural Rights provided that, 
“...all citizens of a country must benefit from a state using its natural resources 
to guarantee socio-economic rights” (Article 2).           
The Zimbabwean employees’ share ownership program was arguably driven by a 
motive to eliminate the dominance of business on indigenous Zimbabweans by 
empowering them to own equity in foreign companies (Matyszak, 2016). Hence, 
companies found themselves in a situation where they had to comply with the 
indigenisation laws, which required them to cede 51% of their ownership to local 
Zimbabweans (Zikhali, Ncube, & Tshuma, 2014).  To remain operational in Zimbabwe, 




people, many transnational companies re-adjusted their operations and embraced the 
employees’ share ownership scheme (Zikhali, Ncube, & Tshuma, 2014).  
The drive towards black empowerment and particularly employee share ownership, as 
defined by the Indigenisation and Empowerment Act (2007), is rooted in the need to 
eradicate existing discrimination between business and the proletariats. Since the dawn 
of globalisation and liberalisation of the labour market through the 1992 labour reforms, 
the rift between businesses profiteering and proletariats’ poverty has widened in 
Zimbabwe (Kanyenze, 2011). Business is capitalistic in nature, and the stronger party in 
an employment relationship. 
Weisskopf (2009) expounds that once a stronger party in a society begins to take 
advantage of a weaker group through exploitation and limiting opportunities of the 
weaker group, discrimination is full-blown. This scenario has been prevalent in 
Zimbabwe’s employment relations through the marginalisation of black employees 
(Gwisai, 2006). It pre-dates the term globalisation in its scholarly sense, as in the 
argument by Held (1999) that globalisation is not purely a novel phenomenon, as its 
footprints backdate historical forms of globalisation like internationalisation, grabbing of 
colonies, political empire building, and early forms of international trade. 
Consequently, it is also critical to examine in literature whether contemporary 
globalisation has exacerbated or restrained discrimination in labour relations. Weisskopf 
(2009) argues that owing to globalisation, workplace discrimination is unavoidable since 
globalisation brings people of diverse backgrounds together, leading to interactions of 
people of different ethnicity, race, colour, creed, social classes and power. Traces of the 
influence of globalisation on workplace discrimination in Zimbabwe is quite evident, and 
some Zimbabwean scholars trace this discrimination as far back as in the period of 
early forms of globalisation (Gwisai, 2006; Muzondidya, 2010).  Held (1999) mentions 
that discrimination started as far back as the 18th century from slavery and grabbing of 




To address these discriminations occassioned first by embronic globalisation in the form 
of colonisation, later exacerbated by Held’s (1999) contemporary globalisation, which 
had increased in extensity, intensity, velocity, and impact on humanity through 
institutionalised global networks, Zinyuke (2017) argues that the adoption of the 
employees’ share ownership program by the Zimbabwean government was largely to 
ameliorate the inequality occasioned. It is worth noting that employee share ownership 
was not a new phenomenon peculiar to Zimbabwe, but an already existing practice the 
world-over. 
However, transnational companies, investors and international monetary institutions 
with employer associations like the CZI criticised this policy, interpreting it as a ploy by 
government to seize foreign owned firms (Matyszak, 2016). According to Sandada, 
Basil, and Muposhi (2016), the employee’s share ownership scheme failed owing to 
suspicions that it attracted from multinational companies that threatened to leave 
Zimbabwe, as they viewed is as an impediment to investment. In view of this, Soroka et 
al. (2006) declares that the irony of globalisation is that it perpetrated discriminations in 
workplaces, motivated affirmative action policies to correct these discriminatory 
injustices, and paradoxically stifled national affirmative action policies viewed to be 
against the interests of global capitalists.  
Skorupinska (2014) explains why this controversy exists by arguing that the forms of 
affirmative action policies promulgated and implemented at any given time depend 
heavily on power dynamics between social partners in labour relations. For example, 
African states gladly implemented, without hesitation, anti-discrimination laws against 
racial injustices, slavery, and ethical and religious biases because they suffered the 
most prejudice from such discriminations, while there was both political will and support 
from the ILO and the developed world to end these kinds of discrimination.  
Consequently, developing from Skorupinska’s (2014) line of argument, one can argue 
that the new dimensions of globalisation, namely global market competition, increased 
employee participation, technological changes, and the internationalisation of markets 




partners (state, trade unions and employers). Hence, the balance of power also dictates 
any kind of policy or law that the state may promulgate for the administration of 
workplace relations. Therefore, the next section discusses globalisation and labour 
relations in Zimbabwe, considering the role of each social partner. 
 
3.3. Globalisation and labour relations in Zimbabwe 
 
The literature describes labour relations as the general association between employer 
and employees in any work environment, which is governed by a set of rules and 
policies at company, national and global level (Burchill, 2014). Munck (2002) asserts 
that with the increasing influence of transnational companies, and the call by the World 
Trade Organisation for standadised labour markets and open global competion, labour 
relations have also increasingly become globally standardised. Bendix (2007) argues 
that the relationship at work is influenced by both global and national factors that are 
critical to determine the national economy and societal concepts, rendering the state 
highly interested in labour relations issues.  
In as much as the state is interested in the influence of globalisation and labour 
relations at societal and national level, employers are also interested in the impact of 
labour relations on their business operations, while the same can be said of unions who 
place the interest of employees first (Blanpain, 2006). Given these divegent interests, 
the ILO has a mandate to deal with global social challenges raised by the social 
partners (state, employer and employees), and it sets and oversees the 
implementation of international labour standards.  
MacDonald (1997) points out that in labour relations each of the party’s actions are 
influenced by several factors of international magnitude. The author opines that the 
influence of international factors brings profound change in the system of labour 
relations, and even affects or rather controls the actions of each of the three parties. 
Blainpain (2006) supports this view, arguing that global market economy has a 




regional and national level. To explain this relationship, MacDonald (1997) proposed a 
labour relations theoretical framework, shown in Figure 3.1 below.  
 















Source: MacDonald (1997)  






Developing from McDonald’s (1997) theoretical framework presented above, the role of 
the state, employer and union(s) are discussed hereunder in detail. 
 
3.3.1. Advent of globalisation and the role of the state in labour relations 
 
The general responsibilities of the state include setting national policies and regulations 
that govern a nation’s industrial relations. Bendix (2006) asserts that the state’s priority 
in this function is to ensure a balance to the contrasting needs of employers and 
employees.  McDonald (1997) mentions further that in discharging this mandate, the 
state becomes cognisant of international standards to ensure that the needs of 
transnational companies are also included. The International Labour Organisation, as 
the watchdog of global labour standards, assumes an oversight role in monitoring 
member states’ activities in compliance with ILO Conventions (Blainpain, 2006).   
In Figure 3.1 above, McDonald (1997) recognises the power of transnational companies 
to influence labour relations policies at national level. The dawn of globalisation sealed 
the success of capitalism over communism, even in predominately communist 
countries. Modern social and political systems now support international investment and 
capitalism. There is no doubt that in deciding FDI disbursement location, transnational 
companies look for skilled competent workers, flexible labour legislation, and 
appropriate government security for their investment (Munck, 2002). These 
prerequisites subsequently influence the nature of the national policie and labour 
legislations that each nation will adopt to attract FDI.     
Hence, soon after independence, Zimbabwe did not immediately receive Foreign Direct 
Investment, as the new government had socialistic ideologies and was viewed to be 
anti-capitalist (Saunders, 2007). Zimbabwe experienced hostile diplomatic relations with 
South Africa under apartheid, whilst Britain and the United States adopted the principle 
of non-alignment, accusing Zimbabwe of being a socialist and communist country 




from the Rhodesian government that was under sanctions, and fresh from a protracted 
liberation bush war.  
Realising these economic challenges, and that the international community was waiting 
to see the political and economic direction that the new government administration 
would take, the Robert Mugabe led government adopted the Zimbabwean Conference 
on Reconstruction and Development (ZIMCORD) in 1981, and aligned itself with the 
West, dropping the socialist ideology (Sachikonye, 1990). It called for co-operation and 
reconciliation with the white minority in government, business, farms and all spheres of 
the economy. In this respect, Tarugarira (2014, p. 8) notes: “Mugabe’s government 
placed itself firmly in the West camp...further strengthening the close global ties 
between Zimbabwe and the West.”  
Saunders (2007) states that the complete ideological change was owing to the effects of 
globalisation, which predominately motivated Zimbabwe to adopt western policies of 
market liberalisation and labour legislation deregulation to lure FDI. Hence, since labour 
legislations were already discussed in Chapter 2, this section focused on identifying 
notable labour relations policies adopted by the state, whilst adhering to the influence of 
globalisation, and the discussion began by considering policies that created new 
workplace relations.  
 
3.3.2. Creation of workplace based codes of conducts 
 
Codes of conduct are a set of workplace regulations agreed upon by the employer and 
the worker’s committee, designed according to the peculiarity of the work organisation, 
and are binding on the employer and its employees (Sambureni, 2002, see also Gwisai, 
2006). Bearing this in mind, Mucheche (2017) explains that agreements between the 
employer and worker’s committee are always tilted in favour of employers, since the 
employer wields superior power. Since codes of conduct enunciate the behaviour 
required of employees at work, conditions of service and disciplinary and grievance 




cases, the employer always chairs the meetings, and in the event of a deadlock, the 
employer has a casting vote (Bhebhe & Muhapa, 2014).  
Madhuku (2015) argues that the state took a cautious approach towards its 
interventions in labour relations, and the creation of workplace-based codes of conduct 
to regulate labour relations in Zimbabwe as a way to ensure labour market flexibility in 
line with guidelines from international monetary institutions. 
 
3.3.3. Free labour markets and national employment councils 
 
In the case of Zimbabwe, the state’s creation of free labour markets brought about what 
Munck (2002) termed the “self-regulating market,” where the state ended up losing 
control of labour market trends. In this epoch, as the global capitalist revolution engulfed 
Zimbabwe, the state disintegrated the labour market into fragmented undertakings 
called National Employment Councils, which were mandated to govern labour relations 
for a specific industry; for example, the transport industry, cotton industry, tobacco 
industry, beverages industry, and the food and catering industry, to mention a few.  
This development created industry specific unions, which weakened the position of the 
union (Gwisai, 2006). Each industry created its own conditions of service and 
disciplinary procedures, according to the peculiarity of its business operations, and 
more often than not, conditions were unfavourable for employees (Sambureni, 2001). 
Zimbabwe’s labour relations situation can be equated with Polanyi’s (1957, p. 33) 
trajectory, noting that the “industrial revolution in the 18th Century caused catastrophic 
dislocation of lives of common people.” Similarly, in Zimbabwe, global capitalism has 
had deleterious effects on the proletariats, as jobs became highly insecure and labour 
became a commodity that can be purchased or thrown away, if no longer needed, while 





3.3.4. Special economic zones in Zimbabwe 
 
Another interesting concept that generally influences the nations’ perspective of labour 
market regulations is the need to ensure national competitiveness (Held, 1999). Nations 
intervene in labour relations to protect employers and to ensure that economic 
operations in terms of the cost of wages, among other costs, are minimised in order to 
increase product competiveness in the contest of international markets and exports.  
According to the Global Investment Centre (2015), Zimbabwe created Export 
Processing Zones (EPZs) in 1995, and these are now called Special Economic Zones 
(SEZ). The EPZs gave special treatment to employers participating in export businesses 
in order to promote ease of doing business, with specific exemptions from stringent 
labour regulations (Kanyenze, 2011). The Export Processing Zones Act provided for 
less favourable conditions of service for employees, which were different from those 
prescribed in the Labour Act (Global Investment Center, 2015).  
According to  Jauch (2003), the inception of EPZs in Zimbabwe led to suspension of the 
Labour Act [Chapter 28:01] for all companies under EPZs as an incentive to investors. 
The rationale was to ensure cheap labour to improve export competitiveness, which 
excluded companies under EPZs from collective bargaining and tripartite relations. The 
Zimbabwe Congress of Trade Unions challenged the exclusion of employees under 
EPZs, citing poor working conditions and violation of labour rights to organise and 
engage in collective bargaining, as provided for by the ILO (Milberg & Amengual, 2008). 
The ILO admitted that labour relations under EPZs were controversial and difficult to 
correct. For example, in Pakinstan, the ILO was advised by the government not to 
interfere with poor working conditions in EPZs, since it had allowed transnational 
companies to set the said conditions as a way of study and promoting investment 
(Jauch, 2003).    
3.3.5. Introduction of price controls 
 
As it became apparent that the government was failing to cope with the globalisation 




Zamponi, 2005). From 2005 to 2008, the government instituted price controls on basic 
commodities to try and protect the proletariats that complained about the ever-changing 
prices of basic commodities, whilst wage increases remained marginal (Global 
Investment Center, 2015). 
Business lamented that the institutionalisation of price controls was not in line with 
production or import costs, causing losses on their operations. Companies stopped 
production, whilst others halted imports and closed their industries and retail operations, 
resulting in a shortage of basic commodities evidenced by empty supermarket shelves 
(Tarugarira, 2014). Some transnational companies shut down their operations in 
Zimbabwe, and relocated to other countries (Majaya, 2018). There was no longer 
collaboration from government, business and labour in dealing with the labour market.  
 
3.3.6. Ensuing effects of the state’s policies in deepening globalisation 
 
Without a combined effort from government, business, and the international community 
to stabilise the economic situation, trade and industry decadence became imminent, 
rendering the crumbling of harmonious labour relations unavoidable. Employment 
relations crushed to its lowest levels, as were employees worked for no pay, since 
employers failed to meet their obligation to pay, and for those who could pay, inflation 
eroded salaries to an extent where a single monthly wage could not buy a loaf of bread 
on the following day (Dzimbiri, 2008). Indeed, this situation resonates with Giddens’ 
(1990, p. 507) conceptualisation of globalisation, which the author says “created a world 
of losers, a few on the fast track to prosperity and the majority condemned to a life of 
misery and despair”.      
Developments in Zimbabwe, mainly between the period 2000 to 2008, pointed to the 
obvious need of social partners to work together to stabilise the labour market in the 
face of both national and global challenges. Instead, the majority of transnational 
companies relocated to other countries, whilst others outsourced services, and the 




labour industry became the biggest losers, as employees lost formal employment, and 
unemployment rates reached 80% in 2008 (Luebker, 2008). In 2017 it reached its 
highest level of 95%, forcing the majority of the nation’s young productive population 
into the informal sector (Worstall, 2017).  
These developments relate to Ukpere and Slabbert’s (2009, p. 39) comments on 
globalisation and unemployment:   
“Growing unemployment and underemployment, which have been witnessed 
around the globe, can be attributed to global logic of competitive profit-making 
management techniques of outsourcing and corporate migrations, downsizing, 
atomisation and widespread automation” (Ukpere & Slabbert, 2009, p. 39). 
The authors argue that globalisation aggravates unemployment, leading to inequality 
and poverty. With reference to Zimbabwe, Nherera (2010) notes that whilst globalisation 
created opportunities, it mainly benefited the globalisers who enjoyed liberalised 
markets, but caused increased poverty for general workers, especially in developing 
countries. The author claims that globalisation had a negative impact on Zimbabwe, as 
it heralded retrenchments, and caused declines in living standards. 
As living conditions for employees increasingly became deplorable with many 
employees continuing to lose jobs, the ZCTU started questioning government’s labour 
market policies (Bhebhe & Mahapa, 2014). In 1993 President Mugabe accused the 
ZCTU for meddling in politics, and vowed to never attend Workers’ Day celebrations, 
which created a rift between government and the unions.  The role of unions is 
discussed in the succeeding section.  
 
3.3.7. Globalisation and the role of unions in labour relations  
 
Throughout the history of Zimbabwe’s labour relations, unions have been extensively 
involved in both contributing to labour law formulation, and in working as a critique of 




that whilst unions concentrated much of their efforts on criticising government policies, 
they failed to appreciate the impact and power of globalisation over states, and that the 
primary cause of union problems were owed to increased international competition and 
global changes in the labour market, and not to national factors (Whiteley, 2004). 
Globalisation is viewed to be responsible for labour market problems such as poor 
working conditions, unemployment, inequality, and increased poverty (Salamon, 2000). 
Ukpere and Slabbert (2009) mention that most research studies generally indicate the 
existence of positive correlation between globalisation and unemployment.   
Due to the host of these labour market challenges, and with deepening globalisation, 
trade unionism has become highly complicated. Salamon (2000) defines trade unionism 
as the organisation of workers into a collective unity for purposes of advocating for 
employee welfare, rights and representation on wages negotiations, as well as 
conditions of service. This right is recognised as an international labour right. 
MacDonald (1997) views an important right meant to protect and promote employee 
interests as a collective action. Burchill (2014) defines trade unions in terms of: (1) their 
functions (collective representation of workers’ rights); and (2) nature of membership (all 
employees in a specific industry or nation falling under the scope of the union). 
Building from the arguement by Burchill (2014) regarding collective representation of 
unions, the theoratical conceptualisation of a trade union is that of social responsibility, 
as enounciated by the pruralistic paradigm. Bendix (2006) states that the pluralistic 
views the union’s job to be a collective effort to represent all employees under its 
jurisdiction, by resolving industrial conflict through dialogue, whilst working with the state 
and employers. It does so by discouraging members from resorting to industrial action, 
and demanding unreasonable conditions of service for the continued profitable 
existence of the undertaking. Under the pluralistic assumption, power should be used as 
a last resort, thus, whilst disputes are inevitable, they can be resolved by way of 





Zimbabwe’s experiences of labour unionism followed Burchill’s (2014) assumptions; 
however, with marginal differences in some instances, as some of its activities were 
highly political and aggressive in the form of industrial actions. For a better appreciation 
of Zimbabwe’s experience, trade unionism shall be traced from pre-independence 
Zimbabwe to post-independence. 
 
3.3.8. Pre-independence unionism in Zimbabwe and embroinic 
globalisation 
 
In pre-independent Zimbabwe, trade unions were divided into unions for white 
employees on the one hand, and for black employees on the other (Raftopoulos & 
Mlambo, 2009). Whilst the white trade unions were involved with workplace democracy 
and employee conditions of service, black employees’ trade unions were pre-occupied 
with fighting political and racial injustices in the workplace (Gwisai, 2006). According to 
Held (1999), colonialism, also referred to as early globalisation, brought enlightment to 
the black workers through western education and interface in workplaces. Mlambo 
(2009) notes that black employees became more organised and determined to 
challenge racial discrimination in the workplace, and from 1944 several unions were 
formed, namely: 
 The Rhodesian Railway African Employers Association in 1944; 
 The  African Workers Trade Union in 1945; 
 The Federation of Bulawayo African Workers Unions, which incorprated several 
small unions, was formed in 1945, led by Joshou Nkomo, and participated in an 
industrial action in 1945; 
 The African Workers Voice Association in 1947, led by Benjamin Burombo, which 
organised a massive strike in 1948; 
 The Reformed Industrial and Commercial Workers Union (RICU) under Charles 
Mzingeli in 1947; 




 The Bulawayo Municipal African Employees Association, which organised 
industrial action in 1947 against a cut in food ratios (Mlambo, 2009). 
Union organisation was mainly done by elite educated Zimbabeans who had received 
education from abroad, and returned home with workplace democracy ideologies 
learned in the west (Raftopoulos & Mlambo, 2009). This early form of globalisation, 
invoving nation-to-nation interaction (in this scenerio of Britain and Rhodesia or pre-
indepenent Zimbabwe), through exchanges of education, culture, ideas, investment, 
people and information across national borders in the 1940s, is what Scholte (2005) 
termed internationalisation. 
Given this context, in as much as internationalisation brought about colonialism in 
Zimbabwe in search of markets, cheap labour and resources, it also imparted on black 
employees the spirit of workplace democracy and enlightment about the need to fight 
for workers’ rights and, ultimately, freedom from colonial oppression. However, as the 
next section indicates, the dawn of contemporary globalisation in the late 1980s 
coincided with Zimbabwe’s independence, but ironically failed to bring about employees’ 
freedom from cruel capitalism.  
 
3.3.9. Post-independence unionism in Zimbabwe and the advent of 
globalisation 
 
Following independence in 1980, there were six labour unions, namely: (1) the African 
Trade Union Congress (ATUC); (2) the National African Trade Union Congress 
(NATUC); (3) the Trade Union Congress of Rhodesia (TUCR); (4) the Zimbabwe African 
Congress of Unions (ZACU); (5) the Zimbabwe Federation of Labour (ZFL); and (6) the 
Zimbabwe Trades Union Congress (ZTUC) (Ratopoulos, 1997). These unions faced a 
new challenge to deal with the nationalist ideology and socialistic dogma that gripped 
the country after independence, which was the driving force of the new Zanu PF 
government  (Raftopolous & Sachikonye, 2001). The government immediately formed 




close family relative of Robert Mugabe, then-Prime Minister of Zimbabwe, took over the 
leadership as Secretary General. Another Zanu PF nationalist, Alfred Makwarimba, 
became the President, and Robert Mugabe was mulling on introducing a one-party state  
(Bhebhe & Mahapa, 2014).  
At this juncture, the union had globalisation to thank, since globalisation had its roots 
starting to deepen in the late 1980s, and its branches crossing over the whole world 
with ideas of democracy, market liberalisation, and global  economic interdependency 
(Held, 1999). In 1987 the union experienced leadership renewal with Morgan Tsvangirai 
becoming the Secretary General of ZCTU, and it started to challenge government’s 
labour market policies through a series of industrial action, requesting increased union 
participation in collective bargaining (Sachikonye, 1990).  
At the time, the globalisation phenomena driven by international financial Institutions, 
set a pre-condition of market liberalisation for any financial aid or economic 
colloboration (Sander, 1996). Scholte (2005) argues that the liberalisation of markets is 
a form of globalisation, which requires countries to remove trade restrictions, and create 
international economic intergration. That said, the union received support from the 
employer’s associations, international financial institutions, and western powers that 
wanted government to remove labour market restrictions and liberalise the economy, as 
they castigated the Labour Relations Act of 1985 for suffocating economic growth  
(Sachikonye & Raftopoulos, 2018). 
To reiterate, efforts by the World Bank culminated in the government adopting ESAP 
and the labour law reviews of 1992, which increased union participation in National 
Employment Councils (NECs), but technically took away unions’ direct influence on the 
workplace (Raftopoulos, 1995). Direct workplace issues were now handled by the 
worker’s committees in the newly formed works councils (Gwisai, 2006). The ZCTU was 
broken into small unco-ordinated industry-specific unions, doted across the labour 
market.  The coming of industry-specific collective bargaining councils (NECs) changed 




employers to ensure continued organisational survival in their respective specific 
industries (Whiteley, 2004).  
Furthermore, worker’s committees that began to participate in wage negotiations and 
conditions of service at workplace level in the works council started to question the 
importance of trade unions (Gwisai, 2006). Employees’ monetary subscriptions to the 
unions became meaningless, as union representation became invisible, leading to many 
employees leaving the union (Madhuku, 2015). Mkandawire (1996) observes that 
globalisation introduced pervasive restructuring of workplaces to align production and 
operations with international trends in order for organisations to be globally competitive, 
which resulted in declining union membership, as employees co-operated increasingly 
with their employers. Kelly (2015) maintains that the decline of union influence in labour 
relations proved to be a common fate as global capitalism and neo-liberalism advanced. 
Perhaps the unfolding of events regarding trade unionism and labour relations in 
Zimbabwe can be better explained with the aid of theories. The next sectiion discusses 
the globalisation theory, as it relates to trade unionism in Zimbabwe.  
 
3.3.10. The globalisation theory and Zimbabwean trade unionism 
 
The globalisation model postulates that whilst the impact of globalisation, which 
includes foreign direct investment and trade liberalisation might have reduced union 
density, it does not have a direct influence on unionization (Upchurch & Mathers, 2011). 
Rather, the theory argues that unions can benefit from globalisation through the right to 
organise, protection, and employees’ rights under international labour standards. 
Upchurch and Mathers (2011) contend that globalisation led to radical political unionism 
by bringing the state back into line through protests and labour movement development. 
Contrary to this assertion, practical developments on the ground in Zimbabwe proved 
that the union became weaker as globalisation became the leading factor in 




1995 alone, shortly after the inception of ESAP, nearly 50 000 workers were retrenched.  
In recent years, formal employment has continued to dwindle, as has union numbers 
owing  to unemployment, which, according to Worstall (2017), is at 95%. This scenerio 
has not only left unions incapacited, but also irrelevant. They no longer have the 
numbers to proffer a meaningful voice that can be heard. 
These happenings may be explained better by the traditional cyclical model below, 
which postulates that the upward or downward movement in union density is correlated 
to growth in employment figures, as determined by business cycle factors (Schnabel, 
2013).  
 
3.3.11. Traditional cyclical theory and Zimbabwean trade unionism  
 
The general assumption of the cyclical theory regarding trade unionism is that union 
density follows the basics of a business life cycle, which means that when business 
booms, employment is created and unions prosper, but if business fails, unions die a 
natural death. Hence, the rise in employment leads to increased union density, while 
increases in unemployment, inflation and economic crises, also lead to a decline in 
union density (Schanabel, 2013). Bhebhe and Mahapa (2014) say that the traditional 
cyclical model helps to explain events in Zimbabwe, since unemployment, the brain-
drain, and closure of companies contributed to the decline of union density owing to 
increased job losses.  
As many companies closed shop and unemployment increased, the government began 
to promote the informal sector and Small to Medium Enterprises (SME), which were 
modelled like a family business  (Zindiye, 2008). These new busines structural changes 
that were promoted by the creation of SMEs and the family business further reduced 
trade union density, which justified assumptions of the structural change theory of 






3.3.12. Structural change theory of globalisation and trade unionism in 
Zimbabwe 
 
The structural change theory argues that union density reduction is also caused by 
changes in the industry, mainly in cases where informal sectors increase ahead of 
formal sector (Schnabel, 2013). The creation of SMEs and family business operations 
brought about a new phenomenon in the Zimbabwean labour market, where employees 
were not unionised, thus creating lowly unionised business sectors, since employees in 
this sector were predominately family members, or relatives of the founder(s) (Zindeye, 
2008). This seriously contributed towards reducing union density in Zimbabwe. The 
majority of the working class in Zimbabwe became un-unionised owing to the rise in 
family owned small businesses. 
As it became apparant to the union that the state was swaying along with deepening 
globalisation, as was evidenced by the massive retrenchments occassioned by ESAP, 
the creation of SMEs that perpetuated decreased union density and the formation of 
NECs and workplace-based negotiation councils that dwindled control of unions over its 
membership, the union realised that its survival was under threat. The ZCTU responded 
to these challenges and registered its displeasure against labour market policies, which 
the government introduced through a series of industrial actions from 1992 to 2000, 
changing its course by divorcing itself from government and becoming its serious critic 
(Raftopoulos & Mlambo, 2009). What ensued, as highlighted in the next section, was a 
fight for survival between the union and government, which left undying marks on the 
labour market.   
 
3.3.13. Radical unionism, the struggle for survival and the aftermath 
 
 
Munck (2002) maintains that global labour force and unionism has not only occured 




proletariat’s discontent against both capitalism and state repression. In the case of 
Zimbabwe, the ZCTU openly challenged government policies through nation-wide 
labour riots and job stay-aways, while the government descended heavily on the unions 
to thwart industrial action, and arrest union leaders (Sutcliffe, 2013). The labour 
movement soon degenerated into a political movement, and the ZCTU leaders formed a 
political party called the Movement of Democratic Change (MDC), with support from 
Britain and the United States (Kanyenze, 2011).  
The government felt batrayed by the west and immediately stopped ESAP in 2000, 
issuing price controls and nationalised commercial farms; a move, which attracted 
suspension from the IMF and the World Bank, termination of its membership in the 
Commonwealth, and sanctions from the European Union and the United States 
(Kamidza, 2017).  
Saunders (2007) states that in order to weaken the power of the ZCTU, the government 
created a ZANU-PF aligned trade union, namedly the Zimbabwe Federation of Trade 
Unions (ZFTU), headed by Alfred Makwarimba as Secretary General, and Joseph 
Chinotimba as President. The ZFTU targeted mainly white-owned and transnational 
companies, with the aim of reforming workplace conditions of service, thereby attracting 
considerable membership from the membership that was left, following massive job 
losses owing to retrenchments, liquidation, and the relocation of companies 
(Campagnon, 2011).  
Consequently, membership was split between the ZCTU and the ZFTU, which further 
weakened the union’s power in labour relations (Kanyenze, 2011). Trade unions in 
Zimbabwe were and are still pre-occupied with in-house fighting and rivary between the 
two mother-boards at the expense of workplace democracy and employee 
representation. This development cascaded into specific industries, where industry-
based unions split with one group aligned to the ZCTU, and the other to the ZFTU, 
along different political affiliations, with resounding negative effects on employee 




However, it cannot be over-emphasised that globalisation impacted both positively and 
negatively on labour relations in respect of unions. Upchurch and Mathers (2011) 
mention massive union capacitation through radical unionism; for example, in 
Zimbabwe, the ZCTU gave birth to the Movement for Democratic Change (MDC), and 
Morgan Tsvangirai, who was the Secretary General of the ZCTU, became the President 
of the MDC. Conversely, Franklin (2015) stresses the negative impact of globalisation 
on union activities; for example, the exemption of transnational companies in 
Zimbabwe’s Export Processing Zones from dictates of national labour laws that affected 
union density.  
Of all the activities that the union is involved with, perhaps it is the chameleon nature of 
flip-flopping from being advocates of employee rights to mingling in national political 
discourses, which makes both the state and employers distrust unions (Saunders, 
2007). This point leads to a discussion of the role of the employer in labour relations.  
 
3.4. Employers as proponents of globalisation 
 
The employer or owner of the business usually has managers operating his/her 
organisation. Myers (1959), as cited by (Bendix, 2006), defines these managers as 
employees to whom the employer delegates responsibilities to manage the business on 
his/her behalf. The duties of managers in labour relations include decision-making, 
policy formulation, making rules, managing employees, and directing tasks and 
operations. With the advent of globalisation, the role of senior managers has become 
complicated, as they are called upon to execute duties of downsizing, retrenchment, 
whilst participating in mergers and finding better ways of making profits amidst global 
competition, even to the disadvantage of the proletariats. Hence, Ukpere and Slabbert 
(2009, p. 39) note:  
In recent times, top managers have been lured to motivate and promote 
unemployment and under-employment in most organisations. For example, when a 




cost by a third between 1991 and 1995, the management board rewarded those 
directors that were in charge of downsizing with non-pay related bonuses of 5.8 
million dollars each.      
According to Cradden (2011), in the excecution of managerial roles the employer 
usually adopts a deliberate unitaristic approach to labour relations. Burchill (2014) 
postulates that the unitarism assumption proposes that an organisation is a single unit 
that should work together for the common good of all parties, without any conflict. Trade 
unions are viewed as unnecessary, and as an impediment to economic and production 
success, since they cause unwarranted conflicts between employers and employees. It 
assumes that employment relations are determined by positive evaluation of the market 
economy, which directs the enterprise’s goals  from which  action is taken by managers 
(Cradden, 2011). 
Conversely, Bendix (2007) argues that this appraoch is no longer applicable owing to 
globalisation, as many employees are now aware of their rights, and there is now 
increased workplace democracy through employee involvement in decision making. 
Collective bargaining is now viewed as the appropriate method of resolving conflict 
between employer and employees (Hameed, 1982). Conflicts are said to be better 
resolved through plularistic co-operation between employer and employees. 
The theoratical rigor of the plularistic model, as a management tool in employment 
relations, has come under serious criticism. Hameed (1982) argues that this approach is 
a theory of politics, and is only reasonable as far as it goes, and in most cases it is 
clouded with power inequality, while the employer’s views and decisions take 
precedence. In global economic terms, the theory has been criticised for being 
unrealistic, as society fights for scarce resources, and each party seeks to maxmise as 
much as it can on the little available resources, with the employer having a huge say 
over the resources more so than the employees (Cradden, 2011). 
Another theoratical approach to labour relations is the radicalism approach, moulded on 




approach as one that appreciates that conflict is unavoidable in labour relations. Unions 
are perceived to be an extension of capitalism and are used in pseudo participation to 
advance the needs of capitalism, though they can only challenge employers as a way of 
making them aware of the needs of the workers. Bendix (2007) states that most labour 
relations adopt the radical approach, although they operate fully in the pluralist 
paradiagm. It can be argued that Zimbabwe’s employment relations is modelled in the 
way of the radical theory of industrial relations, since employers and employees 
colloborate to manage employment relations with the end-result being predominately 
the employer’s desires being followed.  
In Zimbabwe, as mentioned in earlier discussions, employers and unions are organised 
into an industry and form a regulatory body, which manages their employment relations 
through a National Employment Council (Madhuku, 2015). Employers in each industry 
form an employer’s association, which is a grouping of employers from several 
organisations that operate in the same industry. The grouping of employers into 
associations helps them to amass power and unity of purpose to play both societal and 
political roles (Bendix, 2006). Some of the employer national associations in Zimbabwe, 
as identified by Mahapa and Bhebhe (2014), are: 
 The Employers Confederation of Zimbabwe (EMCOZ); 
 The Confederation of Zimbabwe Industry (CZI); 
 The Zimbabwe National Chambers of Commerce (ZNCC); 
 The Confederation of British Industries (CBI); 
 The Bankers Association of Zimbabwe (BAZ); 
 The Chamber of Mines; 
 The Commercial Farmers Union (CFU); and  
 The Zimbabwe Farmers Union (ZFU). 
The majority of employers in Zimbabwe are transnational corporations, and according to 
Dunning (1997), the concept of globalisation is on the emergence of a global economy 
driven by transnational companies. Indeed, developments in Zimbabwe’s labour 




international monetary institutions that called for liberalisation of the labour market for 
improved economic growth (Sachikonye, 2001). Most of the current transnational 
companies in Zimbabwe established themselves before independence, and as a way of 
controlling their interests, they made sure that conditions to ensure FDI are skewed to 
their favour for continued control of the labour market, even after independence. Adusei 
(2009, p. 2) argues that: 
“The conditionalities are nothing more than a smokescreen designed to ensure that 
Europeans never lose their grip on the resources of their former colonies. Some of 
these conditionalities include instituting secret memorandums of agreement, 
subsidies to foreign corporations and massive tax concessions.”   
Transnational companies are so powerful that they direct or influence policy in resident 
nations, as their revenues exceed the national incomes of most nations, and Sklair 
(2002) notes that the largest TNCs have accumulated assets and run annual sales far in 
excess of the GDP of most countries in the world. True to this, the Zimbabwean 
government felt this power when business, mainly transnational companies, withheld 
FDI after the state adopted the radical policies of land grab and price control. Shizha 
and Diallo (2015, p.124) comment that: “Zimbabwe became more permeable and 
vulnerable to transnational and international developments. ... Power was no longer with 
politicians as people suffered from a dictatorship of the market.”  
In the pursuit of understanding globalisation, the role of employers and its impact on 
labour relations, scholars have conceptualised globalisation with the aid of theoretical 
explanations. Held and McGrew (2008) propose the following: (1) theories that focus on 
a single causal dynamic, for instance technology, trade or westernisation; and (2) 
theories, which give primacy on a multi-causal logic process, which is also known as the 






3.4.1. Single causal logic theory of globalisation 
 
The single causal logic theory, in its quest to explain globalisation, has sought to locate 
a causal effect in a specific sphere of influence like a political, technological or 
economical domain, and is functional in nature, placing human behaviours as that, 
which are caused by a determinant factor in the structural framework (Tejada, 2015). 
The causal logic theory’s assumptions are similar to the behaviourist psychologist’s 
viewpoint that human actions are born from a stimulus-response paradigm. In this case, 
the causal factors of globalisation are the stimulus, which lead to employers’ 
business actions/decisions, which is the response. This line of thought collaborates 
with Fredman’s (2005) understanding of globalisation as an imposed process by forces 
such as trade, technology and the internationalisation of markets. 
Applying this model to the Zimbabwean situation, it can be argued that investment by 
transnational companies were driven by the need to open markets, make profits and 
exploit resources so that the actions taken by employers were more concerned with 
achieving business goals of profiteering, compared to improving the lives of employees 
(Majaya, 2018). Since the introduction of a liberalised economy in Zimbabwe in 1992, 
employment conditions became worse (Knight, 2005), job losses increased (Tekere, 
2001), poverty amplified (Chitiga, 2004), and employers controlled the labour market 
(Knight, 2005).    
However, the theoretical explanation given by the single causal logic theory has been 
widely criticised for lacking certainty in its assumptions (Held, 1999). Conclusions 
derived from such theoretical assumptions are highly subjective, as these depend on 
individuals’ viewpoints. Hence, the multi-causal logic theory covers this gap by taking a 
multivariate approach through acknowledging the diversity of structural factors that 






3.4.2. Multi-causal logic theory of globalisation 
 
Mcdonald (1997) postulates that any globalisation theory and labour relations that do 
not address work-place social relationships, would be inadequate. The author, 
therefore, concurs with Giddens’ (1990) four-dimensional model of globalisation, which 
illustrates that the concept of social relations is central in understanding globalisation 
and its impact on workplaces. The theory incorporates social relations at work, and 
explains how each actor in the globalisation jamboree act interacts with the complex 
structural factors. According to Tejada (2015), Giddens’s theory proposes that 
globalisation unfolds in a complex interaction, involving four societal dimensions, 
namely the world capitalist economy, the nation state system, the world military order, 
and international division of labour, as projected in Figure 3.2 below.   












Source: Giddens, (1990) 
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In their analysis of the four dimensional theory, Held and McGrew (2008) concur with 
Giddens (1990), and state that the world capitalist economy drives globalisation, as 
many national policies hover around the interests of powerful transnational corporations 
whose financial power in some cases surpasses the budgets of some nations. They 
further observe that the concept of international division of labour has forced all nations, 
economies and societies to depend on one another owing to industrialisation. For 
example, resources are found in Africa, advanced technology in Europe, and cheap 
labour in Asia (Backhaus, 2003). Therefore, there is currently massive global 
interdependence.   
Georgantzas, Katsamakas, and Solowiej (2010) agree with this observation that 
employers in transnational corporations affect the environments in which they operate 
by influencing general social life, and by pressurizing governments to liberalise the 
labour market. They claim that as the power of transnational corporations grow with 
increasing influence in the world market, it affects individual citizens and labour groups, 
while nations lose control in directing labour market policy. For example, Giddens 
(1990) argues that through transnational companies’ growth, globalization has led 
outsourcing and international division of labour to re-arranging labour markets globally, 
causing social unevenness. Employment has grown considerably in areas where jobs 
have ceased, while unemployment and poverty have increased in nations where jobs 
are outsourced. According to Majaya (2018), these developments affected Zimbabwe, 
as evidenced by transnational companies that outsourced some of their operations to 
reduce the cost of production. 
Giddens (1990) further maintains that agents of globalisation, mainly worldwide 
markets, affect nations, as they fail to control their own economies. In as much as this 
influence is recognisable, Giddens (2004) cautions that this power does not go without 
checking, as nations own military power and territories.  
“The turnover of the biggest multinational companies might be bigger than the GDP 
of most states, but nation states are still generically much more powerful. The 




legitimately wield military force, whether individually or collectively; and they are 
responsible, again either individually or on a collective level, for sustaining an 
apparatus of law” (Giddens 2004, p. 122).     
In view of this theoretical proposition, the whole spectrum of employers’ influence on 
labour relations hovers around their massive control of the economy and its drivers. 
Therefore, it follows that the interests of transnational corporations significantly 
influence the laws that nations promulgate to govern workplace relations. Reasoning 
from this perspective, the end-result is pseudo state control and influence on the 
labour market, whilst in fact activities and the influence of transnational employers, 
through their power over nations’ policies, directly affect humans’ way of life across 
the globe (Georgantzas, 2015).   
In the Zimbabwean experience, employers influence policy and labour legislation by 
way of collaborated efforts in the Tripartite Negotiating Forum (TNF) through their 
associations (Mahapa & Bhembe, 2014). To date, owing to efforts by employers, the 
TNF agreed to scrap the development levy placed on companies, removed the 2.5% 
sales tax that the government introduced in 1997, and mandated government to 
create an environment conducive to conducting business. It further lobbed reformation 
of labour laws, whilst conforming to international standards, and appealed to the 
government to pursue policies essential to business success in the global economy 
(Kanyenze, 2011).      
In 2015 Zimbabwe adopted more labour market reforms through the Zimbabwe 
Agenda for Sustainable Socio-Economic Transformation (ZIMAsset) after calls from 
employers and foreign investors to promote a relaxed investment environment. 
According to the Zimbabwe Government Report (2018), the government has 
improved business-operating environments, reduced production costs, and developed 
ease of doing business to boost and attract investments. The government introduced 
six bills, highlighted in Table 3.2 below, which support employers, transnational 






Table 3.2: Six bills introduced to promote conducive business environment  
Name of Bill Area of impact 
Deeds Registry Act Provides online deployment of deeds registry, 
and ease registration of companies 
Judicial Laws Ease of Settling 
Commercial Disputes Bill  
Establishing a commercial court and reducing 
time taken to resolve commercial cases 
Shop Licensing Expediting time taken to process, register  
and licensing shops 
Insolvency Act Review of the insolvency regulations to 
reduce time taken to settle insolvency matters 
Estate Administration and 
Insolvency Practitioners Act 
Proffers provisions for clear administration of 
estates  
Companies Act Overhaul of the Act to be in line with modern 
and global business practices and 
incorporation of different types of entities. 
Source: Government of Zimbabwe Report (2018, p. 4) 
Despite these reforms, the World Bank still rates Zimbabwe low on the ease of doing 
business index, rating it at 159 on the global ranking list (World Bank, 2018). Table 3.3 
below illustrates Zimbabwe’s rankings on the World Bank ranking index on the ease 




Table 3.3: Zimbabwe’s ease of doing business - World Bank ranking per topic 
 
Source: World Bank (2018, p. 2) 
According to Besley (2015), the World Bank requires nations to introduce reforms on 
employment, considering the easiest ways to hire employees, remove rigid working 
hours, and protect investors from lawsuits. Due to the controversial and unclear 
Zimbabwean Indigenisation and Empowerment Act of 2007, foreign investments 
remain highly at risk in terms of indigenisation and empowerment laws (Matyszak, 
2016). The same risk can be assumed from potential litigations because of 
controversial and murky labour legislation (Mucheche, 2017). 
As a result of these possible risks, there are increasing calls from employers, 
investors and international financial institutions for government to create an ease of 
doing business environment (World Bank, 2018). The new administration, led by 
President Emmerson Mnangagwa, has embarked on improving and liberalising the 
labour market to lure investment in this regard (Chinamasa, 2017). The President has 
assured transnational companies and investors with the motto: “Zimbabwe is open 
for business,” thus possibly igniting new developments in the Zimbabwean labour 
market, with possible trajectories briefly reviewed in the following section.    




3.5. A synopsis of major concepts in view of current developments 
 
In view of the current new political dispensation in Zimbabwe, and continuous efforts 
underway to bring investors to the country for purposes of reindustrialisation, it is 
palpable that reindustrialisation will come at a cost for the proletariats.  If investment 
should return to Zimbabwe, especially after a decade of political debacle with Europe 
and the United States, coupled with economic sanctions, serious strides would have 
to be made by the Mnangagwa administration to improve its current World Bank 
rankings on the ease of doing business (Davies, 2018). This may mean conceding to 
some contentious reforms, which may have varying significant effects on the labour 
market, and generally on the lives of employees (Campbell, 2018). Transnational 
companies and investors have adopted a bystander approach whilst assessing the 
seriousness of the new Zimbabwean administration in liberalising the labour market 
(Majaya, 2018).   
That said, it is highly probable that as government’s attention drifts towards 
establishing investment friendly policies, which have been accepted worldwide as 
liberalisation of the labour market, most of the affirmative action policies in workplace 
democracy, job security, labour laws and collective bargaining that have helped to 
enhance employee welfare, would be stifled. Government has already started plans to 
amend the indigenisation laws with the new president, President Mnangagwa, 
instructing Chief Secretary to the President and Cabinet to urgently amend the laws to 
reflect the government’s new policy (Campbell, 2018). Indeed, capitalist globalisation 
will flourish at the expense of harmonious industrial relations, as the reversal of 
affirmative action policies could lead to a collapse of the labour laws, and eventually 
poor industrial relations. 
The relationship between the employer, state and union, though challenging at times 
owing to the antagonistic desires of capitalist globalisation and national affirmative 
action policies, have been sustained by use of several labour legislations, mainly the 
Labour Act and the Indigenisation and Empowerment Act. Now, whenever capitalist 




serious deregulations, unjustified capitalist profiteering, and the demise of unions, 
unemployment and poverty (Ukpere, 2009). To avoid such consequences, affirmative 
action policies will always exist to deter, and will be promulgated to address the 
deleterious effects of globalisation on employees to ensure sound employment 
relations.  
Resonating from the above argument, it would be naive to consider affirmative action 
policies with a judgmental negative conclusion, especially in cases where they appear 
perilous to modernisation and globalisation. It is undeniable that globalisation is here 
to stay, and the power of transnational companies will continue to affect employment 
relations at global, national and workplace level. It is the effort of affirmative action 
policies, whether driven from a global perspective or at national level, which provide 
the humane environment with a balance between capital and employee needs.     
 
3.6. Chapter summary 
 
This section presented existing literature, which covers the impact of globalisation on 
affirmative action and labour relations in Zimbabwe. Current scholarly knowledge in the 
field shows that the influence of globalisation on these variables has had varying 
impacts in respect of both positive and negative effects. This chapter unpacked how 
globalisation motivated the formulation of affirmative action policies, either as a method 
by the state to cushion the impact of globalisation, or as a way to adhere to global 
international best standards in labour administration.  
 
This chapter also conducted a closer analysis of each party’s role (employer, labour and 
state) on labour relations, as impacted by globalisation. The employer’s role, through 
transnational companies, is to drive globalisation, whilst the state regulates laws and 
policies to conform or repel the impact of globalisation. Conversely, labour finds itself at 
the receiving end, and this study is more interested in understanding how employment 




affirmative action. Following this direction, the next chapter addresses a critical section 










This chapter explicates the study’s research methodology and design by explaining the 
research philosophy that was adopted, and methods employed to answer the research 
questions (Roller & Lavrakas, 2015). The study took the form of an exploratory 
phenomenological research project, examining the impact of globalisation on labour 
legislations, affirmative action, and labour relations in Zimbabwe. Hence, this section 
details the sampling method, data collection, and the data analysis procedures that the 
study used to understand the phenomenon under study.   
 
Greener (2008) explains that the term research methodology can be used 
interchangeably with research approach, though the two concepts are different from 
research methods. Saunders, Lewis and Thornhill (2011) explain this difference by 
offering an operational definition of research methods by referring them to include 
specific activities used to generate data, for example, questionnaires, interviews, 
observations, and focused groups, among others. Thus, research methodology differs 
from research methods, since methodological concepts canvas issues like the 
researcher’s attitude and his or her understanding of research, and the strategy or 
approach used to answer research questions with factors of research methods included 
(Hag, 2015). Thus, it can be argued that research approach guides formulation of the 
methods that a researcher can use in any research study to gather data. In fact, Guba 
and Lincoln (1994, p. 105) note the following: “Questions of research methods are of 
secondary importance to questions of which paradigm is applicable to your research.”     
 
Saunders, Lewis and Thornhill (2012) proffer that in order for a researcher to select a 




factors vested in the analogy of the research onion. The image of peeling an onion, 
illustrated in Figure 4.1 below, suggests that research techniques and procedures are 
found at the core of the onion once all the other layers, namely research philosophy, 
research choice, research strategies and research approach have been considered.  
 
Figure 4.1: Research onion 
igure 4.2: Research onion 
 















































































































1. Research philosophies 2. Research choices 
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As depicted in Figure 3, the first stage when considering the type of research approach 
to take depends on the research philosophy, and justifications for choosing a mono-
method, mixed method, or multi-methods. In view of this, it is, therefore, essential to 
briefly describe different existing research philosophies, and at a later stage narrow 
down on the research philosophy and approach selected for this study.  
 
 
4.2. Research philosophy  
 
Lewis (2015) defines a research philosophy as parameters that guide answering 
research questions, involving processes of data collection and analysis. Although there 
are many research philosophies, as Saunders et al. (2012) illustrate using the research 
onion. Myers (2013) identifies the common philosophical assumptions to be positivist, 
post-positivist and interpretivist approaches.    
 
The positivist approach is confined to observable or directly measureable constructs 
(Saunders & Rojan, 2014). Facts are attained by employing scientific methods to 
experiences and to the empirical world, usually on definite hypothetical assumptions 
(Leedy & Ormrod, 2010). Similarly, post-positivism is an improved version of the 
positivist approach, and includes basic criticisms of positivist assumptions. Both the 
positivist and post-positivist approaches implore quantitative methodologies in their 
approach, arguing that reality is stable, and that it can be studied, analysed and 
reported objectively (Hag, 2015). Indeed, the influence of positivism has been germane 
to shape societal views about knowledge, hence knowledge not grounded on objectivity 
is generally dismissed as unscientific and invalid; in fact, positivism has been supported 
by observable the physical and natural sciences (Saunders, Lewis, & Thornhil, 2012). 
 
Similar to the assumptions of positivism, is the realism position, which also uses the 
scientific approach to develop knowledge  (Greener, 2008). Realism refers to reality 
potrayed in terms of what the senses show, and this is the absolute truth. It argues that 
objects exist independent of the human mind. In its application to research, Bhaskar 




in the social world, with a view to understanding  social structures that cause the 
phenomena. In terms of realism, what the senses see is only a fraction of the broader 
picture of the world, hence identification of phenomena is done through practical 
scientific processes of the social sciences (Bhaskar, 1989).  
 
In contrast, the interpretivist approach is embedded in a need to understand 
phenomenon in its natural context, while subjective interpretation and intervention into 
the reality of participants bring a better understanding of the phenomenon (Danzin & 
Lincoln, 2005). This approach disputes the positivist view that science cannot avoid the 
phenomenon that it seeks to study (Creswell, 2014). Myers (2014) shares the same 
view, arguing that constructs are appreciated better by understanding the perceptions, 
feelings, emotions, and interpretations of those who experienced the phenomenon, and 
that researchers should understand social constructs from the subjective understanding 
of the participants who experienced them.   
 
Saunders and Rojan (2014) declare that although other scholars place subjectivism as 
a stand-alone approach of research philosophy, its assumptions are purely interpretivist 
in nature, as it states that social phenomena are created from the actions and 
perceptions of social actors.  
 
For some researchers the question of which type of research philosophy one can use in 
any study is trivial, thus they view selection of either positivism or interpretivism as 
unrealistic in practice (Creswell, Fetters & Ivankova, 2004). Hence, pragmatism 
research philosophy proposes that research questions are the essence of any study, as 
they determine the choice of research philosophy and the methods that are relevant to 
answer the research questions. If the research questions require the researcher to use 
more than one approach to answer them in the same study, then the researcher can 






Amongst these different philosophical arguments, the pragmatism philosophy advances 
the view that there is no research philosophy that can be said to be better than another, 
since the selection of any methodological approach is inspired by the research problem, 
as well as the research study’s objectives and questions (Saunders et al., 2012). In fact, 
many scholars have agreed with this reasoning and recommended the use of a 
combination of research methodology to ensure quality research (Mason, 2002; 
Creswell, 2014). However, others have been cautious to encourage adoption of a 
suitable research philosophy (Hammersley, 1993).  
 
Guided by these arguments regarding research philosophy, this study adopted the 
interpretivist research philosophy owing to the nature of this research, which follows the 
phenomenological design. Under rationale for choice of approach below, the researcher 
justifies why this study adopted a qualitative phenomenological design. 
 
4.3. Rationale for choice of approach 
      
Choosing a research approach is a basic research step that a researcher takes 
seriously. Mason (2002) recommends careful assessment of several philosophical 
assumptions before one adopts a specific research approach. Hatch and Cunliffe (2006) 
mention that the first step in deciding a research approach to use is to consider the 
researcher’s ontology.  Ontology, as defined by Blaikie (2010), refers to the 
researcher’s views in the form of claims or assumptions that he/she has about a 
construct. Given (2008) points out that all humans have ontological assumptions, which 
affect their views in respect of what is real and to what they attribute their perceptions 
and views, hence ontology is one’s reality. Creswell (2014) describes ontology as the 
claim that researchers make regarding knowledge. 
 
The second important step in considering a research approach is to figure out how 
reality can be measured, and how knowledge of that reality can be gathered (Creswell, 
2014).  The consideration of views about the most suitable method of enquiring about a 




can be produced, is referred to be epistemology (Given, 2008). Chia (2003) defines 
epistemology to mean what is possible to be known, and how it can be known. Hatch 
and Cunliffe (2013) describe epistemology as: knowledge that is generated; the criteria 
used to discriminate bad from good knowledge; and how knowledge explains or 
describes the reality.  Mason (2002, p. 16) summarises epistemology as being “what 
constitutes acceptable knowledge in a field of study.” It, therefore, follows that, for 
knowledge to be acceptable, the method used to acquire such knowledge should be 
ethical, reliable, and valid.  
 
When a researcher studies a reality (ontology) using facts, quantifiable objects and 
measurable factors with a clear hypothesis, then such a study seeks knowledge 
(epistemology) that is more objective about the reality (Mason, 2002). In this type of 
scenario, the study uses the positivist approach  
 
Conversely, this current study sought to examine the impact of globalisation on labour 
legislation, affirmative action, and labour relations in Zimbabwe, as experienced by 
employees and managers in workplaces. Hence, it enquired how employees and 
managers think and feel about the phenomenon. Creswell (2014) asserts that 
knowledge (epistemology) about this kind of social phenomenon can be gathered by 
understanding the feelings, attitudes and perceptions of those who experienced the 
phenomenon. Consequently, this study’s ontological and subsequent epistemological 
views streamed towards an interpretivist approach.  
 
The ontological view laying the path for this study was the assumption that the study of 
globalisation and its impact on labour legislations, affirmative action, and labour 
relations was complicated and clouded with a matrix of different views and concepts. 
Furthermore, the impact of globalisation cannot be generalised from one country to 
another owing to differences in social values, norms, country policies, and laws. 
Therefore, knowledge about this kind of phenomenon cannot be objectively quantified. 
The impact of globalisation on people in different workplaces is subjective owing to 




Indeed, Crotty (1998, p.42) comment the following in this respect: “All knowledge, and, 
therefore, all meaningful reality as such, is contingent upon human practices, being 
constructed in and out of interaction between human and their world, and developed 
and transmitted within essentially social context”.  
 
Consequently, Mason (2002) says that human experiences need to be understood in 
their natural settings, thereby affirming the importance of the phenomenological 
research paradigm in studying unknown phenomena in their social context. Therefore, 
the ontological assumption and epistemological belief motivating choice for an 
interpretivist phenomenological design for this study ahead of a positivist approach. 
were premised on the belief that knowledge is a by-product of social interactions, where 
meaning is derived from human interactions and these meanings are found in peoples’ 
perceptions of a specific construct (Creswell, 2014).    
 
The ontological and epistemological beliefs that guided this study are outlined below. 
 
 Realities in the world and knowledge are shaped by the complex interactions of 
individuals in their different geographical societies (Mason, 2002).  
 
 Societies are dynamic and so are organisations owing to ever-changing factors that 
impact human interactions and generalisation is not important, as societal groups 
are different (Erikssson & Kovalainen, 2008). 
 
 There are multiple realities, and knowledge should be understood from people’s 
experiences (Halloway & Wheeler, 2002).  
 
 The researcher cannot be excluded from understanding the phenomenon, as he 
should interact with the participants to understand the phenomenon (Halloway & 
Wheeler, 2002).  
 
 The researcher’s focus is to understand meanings and to interpret social actors in 




interpretations may be viewed in the mind of the researcher (Saunders, Lewis & 
Thornhill, 2012). 
 
 “Meaning is constructed over time and constantly reconstructed through experiences 
resulting in many different interpretations, and it is these multiple interactions that 
create a social reality in which people act” (Smith, Flower, & Larkin 2009, p. 5).  
 
 The researcher introduces steps to ensure that bias is minimised to report the views 
of the participants empathically, and to code them into meanings (Eriksson & 
Kovalainen, 2016). 
 
In brief, any phenomenon should be studied and understood in its natural context, and 
should be reported from the participants’ viewpoints.  Hence, this research is guided by 
an interpretivist approach in the model of a qualitative phenomenological research 
design, and the succeeding section describes qualitative research design first, followed 
by phenomenological research.  
 
4.4. Qualitative research design  
 
Leedy and Omri (2010, p.133) describe qualitative research as a research approach 
that focuses on two issues, namely: (1) “studying phenomena in its natural setting”; and 
(2) “studying phenomenon in its complexity” and portraying it in its multidimensional 
form. Mason (2002, p. 2) adds that it is difficult to define qualitative research, but 
“whatever it might be – certainly it is not a unified set of techniques or philosophies”, but 
rather an approach “associated with certain schools which fall broadly within what is 
known as the interpretivist.”  
  
Mason’s (2002) definition assumes a rather simplistic approach, leaving more questions 
than answers, thus requiring further different forms of explanations. Consequently, in an 
effort to bring plainness to the definition of qualitative research, some scholars have 
defined it by explaining what it does. For example, Myers (2013) states that it helps 




appreciation of their lives in the social and cultural context within which they live. 
Charmaz (2006) views a qualitative study as an analysis into the complexity of human 
social interactions that are not easily quantifiable. Another view from Brannen (2007) is 
that in qualitative research, in most cases, the researcher him/herself is an instrument in 
the same manner as rating scales or questionnaires are used in quantitative research to 
gather data, and interpret and make sense of it.   
 
According to Creswell (2014), there are five types of designs in qualitative research, 
namely case study, ethnography, grounded theory, content analysis, and 
phenomenological study. Table 4.1 below briefly explains each design. 
 























Types of qualitative traditions  Major attribute of tradition 
 
Narrative     Reports the life of a single individual 
 
 
Grounded theory Moves beyond describing or reporting 
but acts to generate or discover a 
theory 
 
Case study Focuses on one or more cases within 
a bounded system 
 
Ethnography  Focuses on entire cultural group 
 
 
Phenomenology   Describes the meaning of several 
individuals and their lived experiences 




Since this current research was a phenomenological study, its focus was emphasised 
by explaining the phenomenological research design, as detailed below.  
 
4.5. Phenomenological research design 
 
The genesis of phenomenological research dates back from the twentieth century, 
around the 1920s, from the works of Edmund Hussel (1859 – 1938), a German 
philosopher who sought to develop a method to attain a better understanding of the 
disintegrating civilisation owing to the tumultuous effects of World War One 
(Groenewald, 2004). According to Eagleton (1983), at the time positivism was the main 
used research philosophy ahead of interpretivism and its assumptions were myopically 
obsessed with categorisation of facts. Due to its dogmatic approach and insistence on 
objectivity, positivism failed to address the study of ideological shifts and cultural values 
left behind by the carnage of the war.  
 
Seeing this gap, Hussel rejected the existing notion that information about objects is 
reliable and always objective (Fouche, 1993). He argued that the external world all 
comes down to the content of personal consciousness, thus realities are perceived as 
such by each viewer. He opined that realities are the phenomena, and form absolute 
data in respect of where knowledge comes from, calling this method “phenomenology, 
the science of pure phenomena” (Eagleton, 1983, p.55). This method flourished from 
the 1970s owing to extensive use by anthropologists and phenomenological 
psychologists who sought to study people in their natural settings, considering their 
perceptions, beliefs, attitudes, values, and feelings about specific constructs 
(Groenewald, 2004). 
 
Leedy and Omri (2010, p. 133) describe the word phenomenology to mean “a person’s 
perceptions of the meaning of an event, as opposed to an event existing external to the 
person.” Eriksson and Kovalainen (2016) add that a phenomenological study examines 
human experiences, as described by the people who experienced them, and it is used 




inner experiences of people in everyday life. In a phenomenological enquiry, the 
researcher seeks to attain an understanding of people’s daily lives (Crotty, 1998).  
 
Since the aim of the researcher is reveal reliable knowledge about the phenomenon, as 
viewed by participants, data interpretation and presentation go through the process of 
describing the phenomenon from coding themes and deducing meanings, according to 
the participants’ experiences (Creswell, 2014). The duty of the researcher is to generate 
data from participants, and to describe the phenomenon accurately, whilst refraining 
from bias (Greener, 2008). 
 
Consequently, phenomenological studies depend mainly on interviews with a carefully 
selected sample of participants, usually ranging from five (5) to twenty-five (25) in 
number (Leedy & Ormrod, 2010). The interviews are often unstructured, and Holloway 
and Wheeler (2002) state that it is difficult to prescribe techniques in phenomenological 
research. Hycner (1999, p. 143), as cited in Groenewald (2004), note that there is 
“reluctance on the part of phenomenologists to focus too much on specific steps”, since 
it is difficult to impose methods on a phenomenon.  
 
However, not all phenomenologists entirely agree with Holloway and Wheeler (2002), 
and choose instead to at least draw research guidelines to direct phenomenological 
studies (Brannen, 2007). Mason (2002) suggests the use of the Mason Research 
Strategy Chart, while Moustakas (1994) proposes use of the Moustakas 
Phenomenology Model and Research Actions. According to Groenewald (2004), the 
concept of prescribing guidelines helps to minimise the shortcomings of researcher bias 
associated with phenomenological research by using reflexivity and bracketing.  
 
4.6. Reflexivity and bracketing in phenomenological research 
 
Creswell (2013) defines reflexivity as an ongoing process, where the researcher 
reflects on his/her values against those of participants. Since the researcher works as 




and conflicts experienced during the research to keep them under check, and not to 
influence the results. Given (2008) asserts that for a phenomenological study to be 
credible, the researcher should self-check by professionally capturing the participants’ 
roles, relationships, assumptions, attitudes and perceptions. In some cases, 
phenomenological research may require the researcher to go back to the participants to 
clarify whether their perceptions, attitudes and feelings were interpreted correctly, a 
process termed participant validation (Goulding, 2002). This helps the researcher with 
self-monitoring, and the current study extensively made use of reflexivity.  
 
In terms of bracketing, Donalek (2005) maintain that phenomenologists use bracketing 
to reduce bias by noting their biases and views gathered prior and during the study.  
Burns and Grove (2011) describe bracketing as laying off all that the researcher knows 
about experiences that relate to the study. Parahoo (1997, p.45) states that bracketing 
is the “suspension of the researcher’s own feelings, attitudes, perceptions, beliefs, 
prejudices and emotions so that they do not interfere with or influence those of 
participants.” Creswell (2013) states that bracketing occurs when the researcher enters 
into a study with a clear mind without making judgements about the phenomenon, but 
remains open to data and its interpretation. The principle of bracketing was also used in 
this study to ensure reliability.  
 
The above section explicated the research philosophy and justified the reasons for 
choosing a phenomenological research design for this study by detailing ontological and 
epistemological beliefs that were considered in this research study. The next section, 
which deals with research methods, discusses and explains method(s) that the study 
used to gather and interpret research.  
 
4.7. Research methods 
 
To reiterate, research methods delineates the research procedure in any study. This 
study did so by firstly identifying the research population and sample. Furthermore, data 




presented, have been explained. The methods used to gather and interpret the data 
followed the precepts of reliability and validity strictly, whilst observing research ethics to 
ensure quality research (Saunders, Lewis, & Thornhill, 2011). In brief, the study followed 
methodological prescriptions of phenomenological research, beginning the journey by 
delineating the research setting.  
 
 
4.7.1. Research setting 
 
The study was conducted in Zimbabwe. It is a land-locked country, located in southern 
Africa, whose neighbours are South Africa to the south, Zambia to the north, 
Mozambique to the East, and Botswana and Namibia to the West.  The study focused 
on all organisations whose employment relations are legislated by the Labour Act 
[Chapter 28:01], widely referred to as the private sector (Mucheche, 2017). This covers 
transnational companies, parastatals and indigenous private companies.  
 
Business in Zimbabwe is predominately conducted in cities. Zimbabwe has five main 
cities, namely Harare (Capital City), Bulawayo (second largest city), Gweru (third largest 
city), Mutare (fourth largest city) and Masvingo (fifth largest city). The cities are 
distributed across the country, and covers different ethnic provinces of the Republic of 
Zimbabwe. All the cities have industrial sites and, as usually expected, the three big 
cities host the majority of companies and industries with the bigger companies’ 
headquarters in Harare. Hence, the majority of the formally employed working class are 
found in cities, which ushers in this study’s research sample, starting with an in-depth 
explanation of the research population.  
 
4.7.2. Population  
 
A study population refers to all members, objects or things under study (Hill, 2012). 
According to Polit, Beck, and Hunger (2001), a target population consists of all 




identifiable within that group. In this study the population covered employees and 
managers from organisations that conduct business in Zimbabwe’s private sector. 
Holloway and Wheeler (2002) opine that although it is paramount to make a population 
assessment, in qualitative research the number of people in a group or society is 
usually unknown beforehand, as in this current scenario, since data relating to all 
employees and managers in the Zimbabwean private sector is currently unknown. 
However, whether the number of the population is known or not, features of the 
population are examined and inferred, using a representative of the population, known 
as the sample.     
   
4.7.3. Sample 
 
Saunders et al. (2012) define a sample as a segment, which represents the selected 
population to infer population characteristics. Polit, Beck and Hungler (2001) refer to it 
as a proportion of the population. Hill (2012) identifies two sampling methods used to 
determine the population proportion, namely probability and non-probability sampling 
techniques.  
 
Probability sampling refers to those methods that involve exact knowledge of the 
sampling error, and the likelihood of selecting a participant. In non-probability sampling, 
the likelihood of selecting a participant is not known, while the sampling error is 
impossible to calculate (Saunders et al., 2012). Sampling in qualitative research differs 
from quantitative research, since qualitative research is purposive and does not use 
probability-sampling techniques (Polit, Beck, & Hunger, 2001).  Mason (2002) 
postulates that qualitative research only relies on non-probability sampling techniques, 
while Woods (2006) concludes that, in the end, the phenomenon dictates the method, 
including types of participants. 
 
Since phenomenological research stems from the qualitative research family, it is not 
exempt from the dictates of qualitative research sampling techniques. Consequently, 




participants who experienced the phenomenon under study. Snowballing was implored 
to expedite attainment of the target sample by using each sample participant to refer 
another to participate in the study. According to Creswell (2013), snowballing helps to 
increase participants’ return rate, since a participant usually links one to a colleague, 
making it easier to build rapport.  
 
The target sample included mainly managerial and  worker’s committee representatives 
who had direct experiences with the phenomenon under study. Participants were 
selected from worker’s representatives who were union officers, and who hence had 
experience with employee representation and collective bargaining, whilst in selecting 
managers, preference was given to the Human Resources and Industrial Relations 
areas. These criteria were reached to allow for meaningful results about the 
phenomenon, as participants had to come from subjects who deal regularly with labour 
legislations, labour relations, and other areas that affect business and workplace 
relations from an employee-employer perspective.  
 
After determining criteria to select the sample, the decision of settling on the sample 
size was guided by Omri and Leedy (2010), who state that in phenomenological 
research a sample should constitute five (5) to twenty-five (25) participants. This study 
selected a target sample, comprising twenty (20) participants. However, Halloway and 
Wheeler (2002) caution that in qualitative designs, the sample size does not influence 
the quality of the study. In fact, the sample may change during the study in both size 
and type, since it is difficult to explicitly know the population beforehand. To ameliorate 
this possible drawback, and to ensure quality research, emphasis was placed on 
dependability factors, starting with a cautious sampling procedure, which was 
conducted as follows:  
 
 The researcher sought assistance from the main motherboard of smaller unions 






 To obtain participants from employers, the researcher approached the Employers’ 
Confederation of Zimbabwe, targeting mainly human resources practitioners; 
 
 The researcher sought participants’ approval to participate in both the organisations, 
where the participants are employed, and from the participants themselves. Official 
letters that the researcher wrote, along with the university letter, were used to 
request participants to partake in the study;   
 
 Snowballing was used, where the participants whom the researcher first met were 
requested to refer a friend or colleague, who met the requirements, to also 
participate in the study; 
 
 The researcher explained the research project, its purpose, methodology, and 
projected data analysis, and requested participants to take part in the study; and  
 
 Participants were allowed to participate after signing the informed consent form, and 
the researcher undertook to uphold research ethics by ensuring participants’ safety 
and protection.  
 
Following this process, data was collected, using three methods, namely semi-
structured interviews, participants’ memoirs, and researcher memoirs, as detailed in the 
data collection section below. 
  
4.7.4. Data collection 
 
Mason (2002) views data collection in qualitative research as a data generating 
process, noting that the researcher cannot be separated from the study, and hence 
he/she cannot be a completely neutral collector of information.  Halloway and Wheeler 
(2002) state that in phenomenological research, the researcher is one of the 




collection process, the use of three methods to gather data was adopted as a way to 
improve validity through the triangulation principle.   
 
Woods (2006) states that triangulation adds reliability and strengthens the account of 
the phenomenon. For example, in this current study information learned through the 
semi-structured interviews was reinforced through participants’ personal experiences, 
as recorded in their journals/essays/reports. Eisner (1991, p. 110) uses the term 
“structural corroboration” to define triangulation, and argues that multiple types of data 
are gathered through different methods, and are compared with each other to support or 
contradict interpretation of the phenomenon. This study used triangulation, as it 
engaged three methods to gather data, namely semi-structured interviews, participants’ 
memoirs and researcher memoirs, each of which is detailed below.    
 
4.7.4.1. Semi-structured interviews  
 
The first method used to collect data in this study was semi-structured interviews, 
using open-ended questions. It took the form of informal conversation. Open-ended 
questions allowed the researcher to be flexible, able to make follow up questions for 
more clarity, and explore new paths relevant for this study, which arose during the study, 
but had not been previously considered (Woods, 2006). At the same time, because the 
researcher was guiding the procedure’s semi-structured questions, it was easy to guard 
against departing from the phenomenon under study, as experienced by the participants 
(Hill, 2012). This control provided some level of standardisation, which afforded 
collection of comparable data for easier coding and analysis (Mason, 2002).  
 
The open-ended questions were designed, using guidelines from both Mason (2002) 
and Creswell (2014) on drafting phenomenological research questions, as illustrated in 
Table 4.2 below. Creswell (2013) notes that questions should be descriptive, and should 
probe the experiences of participants with an aim to reveal meaning. Moustakas (1994) 




that emanate from the participants’ experiences to allow for an in-depth understanding 
of the phenomenon.  
 
Table 4.1: Open-ended interview questions designed using Mason's 2002 
guidelines 
Research questions Data sources 
and methods 
Open-ended interview questions  Justification 
1. What impact has 
globalisation had on 










 How has globalisation influenced workplace 
regulations for employees in Zimbabwe? 
  What, in your view, has the impact of 
globalisation been on labour legislation in 
Zimbabwe? 
 In your view and experience, has 
globalisation contributed positively or 











focus on the 





leads can be 




2. What impact has 
globalisation had on 









  How has globalisation influenced workplace 
regulations for employers in Zimbabwe? 
 In your opinion, has globalisation facilitated 
the codification of employers’ interests in 
Zimbabwe’s labour legislation? Please 
elaborate. 
 In your experience with Zimbabwean labour 
legislation, has globalisation positively or 





3. To what extent has 
globalisation influenced 







 Has globalisation influenced affirmative action 
policies in Zimbabwe’s  labour relations? If so 
how? 
 How have workplace labour relations been 
impacted by the combined effect of 
globalisation and affirmative action policies? 
 
 
4. What impact has 
globalisation had on 










 How has globalisation affected workplace 
relations between employers and 
employees? 
 What is it like for you to work in the country’s 
current labour relations environment, in view 
of globalisation, as it relates to employment 
relations? 
 Are employers and employees satisfied with 
the current labour relations environment in 
Zimbabwe in the wake of globalisation? 
Please elaborate. 
 
5. What mechanisms could 
address the challenges 
of globalisation in the 
sphere of labour 
legislation, and 







 Given the opportunity, how would you 
address challenges of globalisation with 
reference to labour legislation, affirmative 
action, and labour relations in Zimbabwe? 
 What do you think employers and employees 
should do to mitigate the effects of 
globalisation at workplace level to achieve 
harmonious employment relations? 
 From your previous experience, either as an 
individual or in practice, what strategies have 
you implemented to address the challenges 
posed by globalisation in the area of 
employment relations. 





Interview questions in the Table 3.3 above were adopted into a semi-structured 
interview question guide (see Appendix A). The questions were broad and only provided 
some form of guidelines, since, according to Moustakas (1994), it is important for 
participants to speak freely and openly about a phenomenon. From the target sample of 
20 participants, ten (10) were interviewed, whilst the other ten were requested to 
compile memoirs about the phenomenon. The interviews were conducted at a 
convenient location for the participants. Interviews were tape-recorded and the 
conversations were transcribed. A pilot study was also conducted prior to carrying out 
the actual interviews.   
 
A pilot study, according to Polit, Beck, and Hunger (2001), is a mini-version of a full-
scale study, or a trial-run in preparation of the full study, and the authors termed this a 
feasibility study. Holloway and Wheeler (2002) postulate that in qualitative research, 
pilot studies are not necessary, but a novice researcher may conduct pilot interviews to 
become accustomed to the type of data collection. A pilot study is essential, as it 
orientates the researcher into the study by providing insight into the phenomenon. 
Furthermore, identified errors from the pilot study may be rectified before the study 
commences, and at a minimal cost (Patton, 2002). The pilot study was conducted with 
two participants. One was a member of the worker’s committee, whilst the other was a 
human resources manager. 
 
 
4.7.4.2. Participants’ memoirs 
 
The second data generating tool that was used for the other ten (10) participants was 
participants’ memoirs or biographical essays/journals/reports. Given (2008) 
describes memoirs as primary data sources, where a participant provides personal 
accounts of experiences with a phenomenon. Primary sources of data are usually 
created during the actual time that one experiences the effects of the phenomenon, or 
at a later time through memoirs, essays, journals or reports, which reflect the 




2002). Although Goulding (2002) asserts that this method is widely used by clinical 
psychologists in clinical research, it was applied to this study as participants were asked 
to describe their experiences with globalisation, and its impact on variables under study.  
 
This method was only used with those participants with whom it was difficult to secure 
an interview. Some of the participants opted to write rather than participate in an 
interview. In some cases the researcher had no option but to  request them to write their 
experiences and opinions, since they were difficult to obtain owing to various reasons, 
both personal and work-related. 
 
Participants were requested to provide accounts of how globalisation affected them in 
their workplaces as far as labour relations is concerned. The memoirs were in form of 
written narratives or essays about each participant’s experiences. Participants were 
given instructions and general guidelines, detailing what was expected of them. A pilot 
study was conducted with two participants to assess whether the instructions were 
sufficiently clear.  
 
 
4.7.4.3. Researcher field notes 
  
The third and last method used to gather data was researcher field notes, which 
Bailey (2007, p. 133) defines as “the writing of memos to oneself regarding insights one 
derives from coding and reflecting on the data.” It involves creating, defining and 
refining conceptual categories, and making notes about linking and divergent concepts 
about the phenomena. Miles and Huberman (1994, p. 69) call this “field notes.” The 
researcher recorded his experiences, views and thoughts that emerged during the 
course of collecting data.  
 
The process of data generation in qualitative research is highly demanding, and in most 
cases data management and storage occur concurrently with data collection (Miles & 




quality research, since it requires systematic accounting of huge volumes of data, and 
at the same time it should uphold research ethics. Hence, it is important to outline, in 




4.7.5. Data management and storage 
 
The study’s interviews were audio-recorded, using a tape recorder. Back-up recording 
was done, using the researcher’s personal smart phones (Mobicel Smart Series Shift 
and Samsung A10). Each interviewee was assigned a pseudo name, for example, 
“Simon.” Each interview was recorded on a separate audio clip and was saved in both 
the phone, Samsung Cloud, and laptop, using the same name for easy storage, back-
up, and data management. Each audio recording was transcribed, and the hard copy 
interview transcripts were stored, using the similar corresponding code name with the 
audio recording.  
 
Soon after the interview, the researcher replayed the cassette or phone audio clips at 
whilst the interview was still strongly imprinted in the mind of the researcher. The 
researcher compiled some notes (researcher memoir), adding to the field notes, which 
he wrote during the interview. The notes were written no later than the morning after the 
interview to eliminate researcher bias (Saunders & Rojan, 2014). Data, in the form of a 
memoir, is critical in qualitative research, as it assists to retain data gathered in its 
originality (Creswell, 2014).  
 
Lofland and Lofland (1999, p.5) mention that human minds forget quickly, hence field 
notes assist to remind the researcher of contextual factors such as: “What happened 
and what was involved? Who was involved? Where did the activities occur? What 
actually happened, and so forth?” According to Creswell (2013), making field notes is in 
a way the first step of data analysis, as it involves some level of data interpretation of 




careful not to prematurely categorise data and risk researcher bias; rather, filed notes 
should compel the researcher to further clarify each interview. 
 
Equipped with the need to be cautious against researcher bias, the study followed the 
recommendations by Woods (2006) regarding the generation of field notes by focusing 
on the following thematic areas: 
 
 Observational notes – objectively identify what happened, which required the 
researcher to use all senses;  
 Theoretical notes – the researcher attempted to derive meaning whilst 
thinking and reflecting on participants’ experiences; 
 Methodological notes – critiquing oneself on the research process; and  
 Analytical notes – compile a progress report or summary after each interview 
(end-of-field-day summary).  
 
The researcher managed the field notes, storing them separately according to a 
participant code and date on which the field notes were compiled. For example, “Simon, 
Researcher Field Notes - 23 December 2017.”  A file was created to store all the field 
notes. 
 
Regarding participants’ memoirs, data was stored in a file, which was  created 
specifically for this purpose. The written essays or reports about participants’ 
experiences with the phenomenon were coded and filed. The file name was: ‘Method 2 
– Participants Memoirs.’ Each participant’s response was given a code name, for 
example, “Susan - memoir”. 
  
The successful arrangement of data and its storage facilitated easy retrieval of data for 











4.7.6. Data analysis 
  
Creswell (2013, p. 179) claims that data analysis is a meticulous process in qualitative 
research, which involves three procedures of “organising the data, as the first stage, 
followed by “coding the data into themes” and, lastly, “interpreting the data.”  
 
Data organisation involves procedures of data management already discussed above.  
Patton (2002) mentions that though it is difficult to prescribe to students the best way on 
how voluminous qualitative data materials can be organised, managed and stored, it is 
recommended that data should be easily accessible from the large database. Creswell 
(2014) elucidates that once data organisation is complete, the researcher should 
disregard predetermined questions to see what the participant said, which begins the 
process of data coding.  
 
 
4.7.6.1. Data coding through open-coding 
 
Coding data into themes is the heart of qualitative research, and coding involves 
aggregating data into small categories of information by assigning codes (Given, 2008).  
Miles and Huberman (1994) describe this process as the winnowing stage, where only 
necessary and meaningful data is retained, whilst some of it is discarded.   
 
The study used the Strauss’s open coding method for its data coding (Strauss & 
Corbin, 1990). This process involves going through raw data to extract meaning, and 
usually the codes are numerous and unrelated, since everything is coded to gather as 
many codes as possible (Giske & Artinian, 2007). The researcher decided to use open 
coding ahead of Creswell’s (2013, p. 184) “lean coding”, which is the complete 




lean coding, especially if a beginner pursues this route, since it starts with the 
researcher giving data categories from which he or she expands.   
 
In this respect, Creswell (2013, p. 184) states: “Beginning researchers tend to develop 
elaborate lists of codes when they review their database. I proceed differently; I begin 
with a short list – ‘lean coding’ (five to six categories) and then expand categories as I 
continue.” The choice to use open coding was preferred because it is easier to follow 
and involves going directly to the participants’ viewpoint from the onset of data analysis. 
The open coding process fits well with Patton’s (2002, p. 485) recommendations that 
phenomenological researchers should follow the principle of “epoche” in data analysis, 
which requires analysing data from the participants’ viewpoints.  
 
Open coding began by identifying concepts from the raw data and they were then 
labelled into codes. Creswell (2013) explains that codes can represent:  
 
 Information, which the researcher is expected to find before the study; 
 New surprising, unexpected information; and  
 Exceptionally interesting and unusual information.  
 
Wolcott (1994) states that the codes should not exceed 25-30 in number. After the 
coding stage, data was classified into categories or themes, which involved 
aggregating many codes to form a single common idea (a theme). The process of 
reducing vast data information into five to seven themes, is also termed selective 
coding (Giske & Arthinian, 2007).  
 
 
4.7.6.2. Selective coding of data into themes 
 
To implement selective coding, the researcher used Goulding’s (2002) guidelines, which 





 The theme must be central and account for a large proportion of behaviour; 
 It must be based on reoccurrence in the data; 
 It must undertake a delimitation process to eliminate irrelevant, repetitive or 
overlapping data; and  
 It must relate meaningfully to other categories. 
 
The researcher began by analysing data from semi-structured interviews. Each 
participant’s response engaged the process of open-coding, selective coding, and 
classification of ideas into common themes. The procedure was repeated with the 
researcher’s memoirs. Results from the two data gathering methods were classified 
differently, analysed, and themes were compared. This allowed determining whether 
there are common themes, which helped to theorise the contextual generalisation.     
 
Regarding the researcher’s memoirs, these were used as an essential instrument of 
data analysis study, and mainly as a reflective tool. Data gathering in qualitative 
research happens concurrently with data analysis (Bailey, 2007). The memoirs helped 
to keep the researcher’s own views in check, and prevented researcher bias. The field 
notes were used mainly to correlate these with the data and the results to improve 
reliability and validity (Miles & Huberman, 1994).   
 
After categorising the data into themes, I proceeded to data interpretation.  
 
 
4.7.7. Data interpretation 
 
Creswell (2013) defines data interpretation as using the identified themes to make 
sense of the data by identifying lessons learned (see also Given, 2008; and Polit et al., 
2001). Interpretation of data is conducted by using insights, intuition, or linking the 
concepts that stem from the themes with existing research literature on the 





Data interpretation predominately uses the intuiting method, defined by Polit et al. 
(2001) as a process where the researcher remains objective and open to meaning 
attributed to the phenomenon by those who experienced it. The researcher, through 
bracketing, reflexivity and memoirs professionally take heed of the descriptions of the 
participants and their views about the phenomenon under study The researcher worked 
as a tool, or rather as an instrument of data collection, and ensured that his opinions did 
not distort data interpretation (Holloway & Wheeler, 2002).  
 
To facilitate analysis of data, a computer software package (Nvivo 10) was used for this 
study. Mason (2002) explains that the qualitative data analysis computer based program 
enables organisation, coding, annotating and comparing segments of textual, graphical, 
audio and visual data (see also Creswell, 2014; Plummer, 2001). The researcher did not 
have any experience using of Nvivo software, and hence made an effort to understand 
the programme by attending a series of tutorials for me to master the package. With the 
gained knowledge, I implored strict caution in using Nvivo 10. Woods (2002) warns that, 
in some cases, computer programs do not have some of the features that the 
researcher might be in need of in order to analyse data, and in such cases the 
researcher should revert to manual coding. This study used both Nvivo and manual 
coding. 
 
After completing the data analysis, results were communicated through narrative data 
presentation, and the succeeding section elucidates the data presentation method that 
the study implored.   
 
4.7.8. Data presentation 
 
Data presentation can follow many descriptive forms, namely texts, figures, diagrams 
and tabular forms (Streubert & Carpenter, 1999).  Smith, Flower, and Larkin (2009) 
observe that qualitative research relies on narrative data presentation in communicating 
its research findings. However, Schafer (1992, p. 14) cautions that the use of “narrative 




reality are presented.”  Thus, enlightening the fact that narrative does not only record 
facts and lived experiences, but that it also constructs meaning from facts (see also, 
Mason, 2002).  Creswell (2013) illustrates, through Table 4.3 below, methods of data 
presentation in qualitative research. 
 
 



















Source: (Creswell, 2013) 
 
With specific reference to phenomenological research, Given (2008) defines narrative 
data presentation as the interpretation of texts that have a common story. Wolcott 
(1994) suggests three factors of data presentation, namely: (1) interaction (personal and 
social); (2) continuity, which focuses on narrating the past, present, and future; and (3) 
situational, which is narrating the storyteller’s situation.  Saunders, Lewis, and Thornhil 
(2012) add that phenomenological research make use of four dimensional approach of 
data presentation, which requires explaining “what happened”, “how the phenomenon 
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A description of what happened was done by explaining from the viewpoint of the 
participants what transpired in relation to the phenomenon, thereby giving a textual 
narration. Hereafter, it was explained how the phenomenon was experienced by the 
participants, giving a detailed description of the setting and context in which the 
phenomenon took place through structural description (Creswell, Fetters, & Ivankova, 
2004).  
 
Moustakas (1994) argues that data presentation usually ends by narrating and 
describing the phenomenon by using both textual and structural descriptions, which 
form what Creswell (2013, p. 194) terms the “essence.” Blaikie (2010) describes this 
last phase as the period when the researcher figures out the sense of the whole by 
determining the meaning of the units, and transforms the participants’ expressions into 
an expression of the phenomenon.   
 
This study followed the guidelines of phenomenological research in data presentation 
techniques. Furthermore, in order to guarantee good quality research, trustworthiness 
was upheld in order to ensure dependable results. Accordingly, a plethora of strategies, 
as detailed below, were used to ensure quality study.  
 
4.7.9. Strategies to ensure a quality study 
 
Mason (2002) argues that any research study is a quality product if it is able to 
demonstrate how its data was gathered, how such data became evidence, how 
meaningful the evidence is, and, lastly, how convincing the results and arguments are. 
An acrimonious debate rages on in terms of whether qualitative data constitutes 
evidence, since approaches of qualitative research are anti-positivist (Polit, Beck, & 
Hunger, 2001).  
 
Halloway and Wheeler (2006) state that in qualitative research a different approach 




quality data. Woods (2006) elucidates that qualitative studies focus more on description 
and meaning, rather than on measurement, and thus advocate to adopt a different 
approach to reliability and validity in qualitative research. Yardley and Bishop (2010) add 
that there is no problem in ensuring validity and reliability in qualitative research, but 
qualitative research should not directly follow the technical procedures derived from 
positivism. Burns and Grove (2011) propose that strategies of trustworthiness, namely 
credibility, conformability and transferability should be used to ensure quality data in 
qualitative research. Hence, this study ensured quality data by upholding these four 
elements of trustworthiness. These are discussed below, being cognisant of the 
traditional quantitative principles of rigour (validity, reliability and objectivity) for better 
clarity, starting with internal validity (credibility).  
 
Internal validity in qualitative research is important as it ensures that the researcher 
observes, identifies and assesses what he/she says is measured (Mason, 2002). Polit 
et al. (2001) call credibility in qualitative research. Credibility or internal validity exists 
when the perceptions of the participants reflect in the findings of the study (Lewis, 
2015). Below are a number of principles of qualitative research that the study used to 
attain research credibility. 
 
 Triangulation was used in this study, as data was gathered by using three 
methods, namely interviews, participants’ memoirs and researcher notes 
(researcher memoirs) to increase research validity. Triangulation improves the 
chances of obtaining true and credible information (Lewis, 2015). 
 
   A detailed literature review was conducted, and it was used to confirm or test 
the results. This is in line with Creswell’s (2014) recommendation that comparing 
results with existing data in a literature review helps to ascertain credibility. 
 
 Peer debriefing was used in this study to ensure that the researcher’s analysis 




design and data analysis. The researcher also discussed data collection and 
analysis with his study supervisor. 
 
 A pilot study was conducted, using two pre-exercise interviews and two pre-
exercise participants’ memoirs, which helped to perfect the data collection tools 
and to correct errors (Greener, 2008). 
 
 Member validation was also used and participants were requested to verify 
accuracy of the initial findings at the theme classification level (Burns & Grove, 
2011). At this level, participants tested the correctness of the interpretations, and 
changes were made to correct any inconsistencies.  
 
Another type of validity that was considered in this research is external validity, 
referred to in qualitative research by Halloway and Wheeler (2002) as transferability. 
Establishment of transferability allows findings to be applicable in similar situations, and 
ensures that the study can be generalised and a wider claim can be made about the 
phenomenon. This study provided detailed descriptions of the research setting, the 
study’s participants, methods of data collection, and data analysis, making it possible for 
other researchers to institute transferability if their situations are similar to this study 
(Lewis, 2015).  
 
The last concept implemented to ensure validity was research conformability, which 
Polit et al. (2001) define as being neutral and objective, whilst ensuring professional 
reporting of actual findings, and not the researcher’s preconceptions. Halloway and 
Wheeler (2002) propose use of an inquiry audit to trace data findings from the trail of 
the research stages. Reflexivity and bracketing, as outlined earlier, were used to ensure 
that the researcher’s personal assumptions do not affect the study’s results. 






In respect of reliability, also referred to as dependability in qualitative research, this 
study observed dependability to ensure stability of data over time (Lewis, 2015). This 
study outlined in detail both the research approach and methodology to enable future 
researchers to replicate the study to test dependability. Furthermore, the supervisor and 
external reviewer tested dependability by using an enquiry audit.   
 
The researcher, therefore, took every effort to ensure quality research. The principles of 
validity and reliability alone cannot guarantee acceptable research without upholding 
research ethics. Research ethics are pertinent, because if observed, it ensures legally 
acceptable research results, but when breached, it compromises the research, and its 
results may be treated with disdain (Leedy & Ormrod, 2010). Hence, all procedures in 
undertaking a research study should be conducted under the confinements of 
acceptable demeanour of moral probity, known in scholarly terms as ethics of research.    
 
 
4.7.10. Ethical considerations    
 
Research studies require consideration of ethical factors, from reasons that guide any 
researcher to undertake a study, to deciding on the research design, data collection, 
and analysis, as well as planning and structuring research questions (Mason, 2002). 
Polit et al., (2001) propose three main ethical principles from the Belmont Report, 
namely: (1) respect for participants by honouring human dignity; (2) upholding justice 
and avoiding the politics of research; and (3) being truthful. Mason (2002) claims that, 
most importantly, the researcher should have respect for human dignity, minimise 
vulnerability, and avoid exploitation of participants. Researchers are required to be 
truthful about the benefits and possible harm that can result from the study (Creswell, 
2014). Hence, the researcher’s benefits should not come at the prejudice of the 
participants; instead, through justice, the researcher should commit to a fair distribution 
of the risk and benefits that result from the study, while any risk to the participant should 





This study observed and followed research ethics in line with the University of 
Johannesburg’s Ethics Committee’s requirements and recommendations, as defined  by 
Polit et al. (2001).  
 
4.7.10.1. Right to informed consent  
 
Participants have a right to decide whether they want to take part in a study or not 
(Crotty, 1998). The researcher approached and advised participants about the purpose 
of the study. The participants signed written consent forms, and those who refused were 
neither coerced nor threatened.  
 
4.7.10.2. Freedom from exploitation 
 
The above involves the right of participants to be protected from any negative effects of 
the research such as being exploited in any form as a result of the research (Burns & 
Grove, 2011). The researcher assured the participants protection in this respect by 
informing them that the information that they provided would not be used against them. 
Research data was stored in a safe place, and it was destroyed by burning upon 
completion of the study, and once the data was no longer needed. 
 
4.7.10.3. Minimise participant risk  
 
The risk benefit ratio was assessed, and the participants’ risk was low in this study. 
Participants benefited by accessing feedback from the researcher and findings on the 
phenomenon. The participants were satisfied, knowing that the information that they 
produced assisted in a better understanding of globalisation as a critical phenomenon in 







4.7.10.4. Right to full disclosure 
 
Myers (2013) says that a research participant is entitled to disclosure of the purpose of 
the research, data collection involved, data analysis, and all rights entitled to him or her, 
including refusing to participate and withdrawing at any time. The researcher shared the 
full details of the research, including the study’s aim, purpose, data collection, 
procedure and analysis. 
 
4.7.10.5. Right to fair treatment 
 
All participants who met the research criteria were subjected to a fair treatment, and 
hence inclusion of participants was detailed to justify exclusion (Polit et al., 2001). 
Participants were selected, using purposive sampling and snowballing, and only 
participants who met the sampling criteria were selected to participate in the study.  
 
4.7.10.6. Right to privacy or confidentiality  
 
Burns and Grove (2011) postulate that the right to privacy is also called confidentiality, 
and a researcher is not allowed to intrude upon the participant’s privacy. To uphold this 
principle, interviews were conducted at a place, agreed to by the participants, and 
memoirs were written and completed in the participants’ free time. Anonymity was 
upheld through use of participant code names to identify them.   
 
4.7.10.7. Right to protection from harm 
 
Although this current study did not consider the likelihood of physical harm involving 
injury to one’s body, emotional harm was considered in line with Creswell, Fetters and 
Ivankova’s (2004) recommendations. Since participants were asked to retell their 
experiences, the possibility was considered of them reliving undesired experiences. 




questions if they felt uncomfortable. Furthermore, if a participant decided to leave the 
study, they were free to do so without consequences.  
  
4.8. Chapter summary  
 
This chapter provided a comprehensive description of how the study was planned, 
delineating guidelines used to execute the study. The study began by providing a 
general outline of different types of research philosophies, before narrowing its focus 
towards the interpretivist phenomenological research philosophy as the research 
approach that the study used.  
 
The choice to adopt a phenomenological research design was motivated by the 
ontological and epistemological beliefs that a phenomenon is studded in its natural 
state, and that it is better understood from the perceptions, beliefs, attitudes and 
emotions of those who experienced it (Myers, 2013). Data gathering was, therefore, 
aimed at appreciating the participants’ views about the phenomenon, that is, 
understanding the impact of globalisation on labour legislation, affirmative action and 
labour relations in Zimbabwe from employees and managers’ experiences. 
 
Consequently, to study this phenomenon in its natural setting and from the participants’ 
viewpoints, the researcher became the main research instrument in data generation by 
conducting semi-structured interviews, and writing field notes (researcher memoirs), 
whilst observing values of reflexivity and bracketing. Furthermore, to increase research 
credibility, the triangulation principle was observed by adding a third data-gathering tool, 
namely participants’ memoirs. The study provided a unique methodological procedure, 
combining an open-ended interview style, which allowed participants to answer broadly 
how they felt about the phenomenon, and simultaneously exerting some form of 
standardisation, using semi-structured interview questions.  
 
Although some form of control was given by way of semi-structured interviews, these 




questions, which generated new interesting concepts about the phenomenon, creating 
valuable data for analysis. The next chapter outlines how data was analysed, using 










The current chapter presents the study’s findings, based on the data collected from 
multiple sources over the course of 10 months from November 2018 to September 
2019. Data collection took longer than anticipated owing to instabilities that prevailed in 
Zimbabwe as a result of nationwide industrial actions, stay  away demonstrations, and 
politically organised disturbances. The researcher visited 21 participants from three 
major cities in Zimbabwe (Harare, Gweru and Bulawayo), and conducted 12 interviews, 
while five participants opted to write essays or memos. Of the five who opted to write, 
only two submitted their memos to the researcher via emails. Four participants did not 
proceed to participate in the study. Two of them continuously changed appointment 
dates even after the researcher had travelled to meet them, leading the researcher to 
removing their names from the participant list. One participant decided to quit, since he 
found the questions hard and failed to answer even after translation into the Shona 
language. The last participant who failed to take part in the study requested the 
researcher to postpone the interview to allow her time to research a scenario. The 
researcher rejected the request, as he wanted to gain insight from the experiences of 
participants, and not researched information.    
 
The researcher met the participants for the first time and found it easy to engage them, 
since they had been referred by the union and employer’s association by way of 
snowballing. Interview meetings were booked, using telephone calls and physical visits. 
Table 5.1 below summarises the researcher’s visits, the participants and the time spent 
with each of them. The names of participants in this study are not their real names, and 
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Source: Author’s fieldwork 
 
The interview participants comprised two categories, namely: (1) the employers - 
represented by human resources practitioners (Human Resources Managers, Officers 
and Industrial Relations Managers); and (2) Employee representatives - (union 
members, legal advisors and worker’s committee members). The researcher 
interviewed six employer representatives and six employee representatives, and two 
employer representatives wrote journals. Twelve interview transcripts, two journals and 
researcher field notes were used as sources of data.   
 
In order to present findings in a systematic manner, this chapter is structured into 
sections. Section 5.2 explores the data analysis process, 5.3 presents the findings, and 
5.4 summarizes the entire chapter. Six main themes emerged from the findings, which 





5.2. Data analysis process 
 
The aim of this section was to provide the reader with a narrative description of the 
steps taken in the data analysis process. Data analysis was made easy and possible by 
using electronic data analysis software, as well as Nvivo10 and manual coding. Below 
are five stages that the research followed whist analysing data, referred to in this study 
as the data analysis process. Nvivo (2014, p. 23) refers to it as “coding and making 
nodes.” 
 Stage 1 – Explore source (analysing transcripts) 
 Stage 2 – Generating broad nodes 
 Stage 3 – Coding nodes into themes 
 Stage 4 – Manual coding / coding on 
 Stage 5 – Finalise themes from nodes in line with research question 
 
Data analysis began as the researcher interviewed the participants over a period of ten 
months. Using field notes, the researcher jotted down key and interesting words and 
phrases that were repetitive. For example, the researcher noted that all participants 
cited the influence of globalisation on labour legislation to promote workplace 
democracy.  
 
Stage 1: Explore source (transcripts) Upon completion of the interviews, the 
researcher personally transcribed audio recordings. The researcher could have easily 
outsourced this service, but decided to do it personally to increase in-depth 
internalisation of participants’ views, since transcribing involved continued listening, 
replaying and writing the participants’ statements. Transcripts were read multiple times 
for further impressions, and to identify key words and phrases before coding into Nvivo 
10 to detect data trends. The researcher’s initial impression was that globalisation has a 




on employer interests, while employment relations are subsequently not even. To 
ensure reflexivity, these personal perceptions were captured in the researcher’s memo 
entitled: “My story in the murky waters of globalisation.” 
Stage 2: Generating broad nodes According to Nvivo (2014), there are two 
approaches to coding, namely broad-brush, using queries, and manual coding in 
sources. The researcher used the broad-brush approach, as it allows automatic coding 
of sources based on words or phrases, which the researcher would have typed into the 
system for word frequency. The researcher first ran a word frequency to identify key 
words in all the sources. Figure 5.1 below illustrates the results through a word cloud, 
and Table 5.2 shows the actual number of appearances of each word from the 
participants’ responses.  
 
Figure 5.1: Word cloud of key words generated by Nvivo 10 data analysis 
 




Table 5.2: Key words frequency in terms of appearance in Nvivo 10 data analysis 
Word Length Count/Appearance 
Labour 6 487 
Globalisation 13 361 
Employees 9 309 
Zimbabwe 8 249 
Relations 9 241 
Employers 9 219 
Legislation 11 152 
Workplace 9 129 
Impact 6 119 
Act 3 113 
Employment 10 111 
Action 6 108 
Affirmative 11 102 
Employee 8 91 
Policies 8 84 
Companies 9 82 
Employer 8 71 
Influenced 10 70 
Government 10 67 
Laws 4 66 
Challenges 10 61 
Industry 8 59 
Address 7 56 
 
Source: Author’s fieldwork (Nvivo 10 Data Analysis, 12 October 2019) 
 
The Nvivo 10 system generated references for each word, allowing the researcher to 
further explore the word from the sources, and to read what respondents were saying 




views, the researcher created nodes from the key words and initially generated 28 
nodes. 
 
Stage 3: Coding nodes into themes At this stage, the researcher further explored 
each node to figure out emerging themes.  According to the Nvivo’s (2014) guide, a 
node is a collection of references about a theme, case, or relationship. Hence, from vast 
data of similar ideas and concepts from nodes, the researcher generated themes 
guided by the research questions. Nodes with similar and emerging ideas were grouped 
into themes ready to answer the research questions.  
 
Stage 4: Manual coding The process of manual coding was done by reading through 
the sources of each theme that the nodes generated, which is a process called “coding 
on” (Nvivo, 2014). For example, within the theme globalisation, the researcher coded 
finer sub-themes, namely special economic zones, direct foreign investment, and 
outsourcing, yet they did not appear in the word frequency. Similarly, the word 
Zimbabwe that appeared 249 times was left out as a node or theme, because upon 
manual coding, its mention was either irrelevant in addressing research questions, or it 
was mentioned whilst addressing a theme. Table 5.3 below illustrates the grouping of 












Table 5.3: Identified themes and sub-themes 





Transnational companies 13 38 
International Labour Organisation 12 46 
Foreign Direct Investment (FDI) 10 25 
Outsourcing and labour broking 4 8 
Technological advancement 5 6 




Maternity regulations 5 6 
Retrenchment laws 11 14 
Workplace/employee democracy 8 10 
Anti-discrimination laws 9 23 
Contracts of employment 10 12 
Affirmative action Indigenisation and empowerment 10 20 




Training 6 10 
Dialogue and communication 7 10 
Employee involvement 7 8 
Contextualise globalisation 7 9 
Labour relations Labour relations 16 487 
 
 




 Globalisation had positive impact 
 Globalisation had negative 
impact 
14 309 
Employers’ perceptions / attitude 
 Globalisation had positive impact 
 Globalisation had negative 
impact 
14 300 





Stage 5: Finalisation of themes  
Themes were identified from the nodes, based on quantity of appearance/frequency, 
meaning of the statement or word in line with the research questions, and multiple 
manual reading of transcripts, whilst deducing meaning from the respondents’ 
statements. For example, whilst only one respondent mentioned “contextualisation of 
globalisation,” and the rest did not refer to it in its verbatim sense, the researcher coded 
on and deduced meaning from the     respondents’ discourses. Although participants did 
not directly refer to “contextualisation of globalisation,” they did speak about it. Figure 
5.2 below highlights how the researcher deduced meaning from the transcripts and 
elevated the idea of contextualisation of globalisation into a sub-theme.  
 
Figure 5.2: Similar ideas about contextualisation manually coded and brought 





















Nodes were, therefore, finalised, using references from Nvivo 10 analysis and manual 
coding by reading through transcripts. Consequently, six main themes with various sub-
themes emerged from the data to address research questions (see Table 13 above). 
Section 5.3 below presents the research findings from the emergent themes.  
 
5.3. Data presentation by theme 
 
The researcher compiled the following six main themes, guided by both the research 
questions and findings that emerged from the participants’ responses: 
 Globalisation has impacted labour legislation for employees; 
 Globalisation has impacted labour legislation for employers; 
 Employers and employees’ attitudes towards globalisation and labour 
legislations; 
 Globalisation has impacted labour relations; 
 Globalisation has impacted affirmative action in employment relations; and  
 Mechanisms to address challenges of globalisation. 
 
5.3.1. Theme 1: Globalisation has impacted labour legislation for 
employees 
 
The findings showed a number of ways in which globalisation has impacted labour 
legislation for employees. The results of Theme 1 were broken down into two 
subthemes, namely (a) the International Labour Organisation (ILO), and (b) 
transnational companies. The results showed how these two agents of globalisation had 
impacted labour legislations. Hence, labour legislation was also disbanded into various 
sub-themes, including maternity leave regulations, workplace democracy, employment 






5.3.1.1. Sub-theme 1a – ILO influenced labour legislation for employees 
 
The interviewees’ discourses on the influence of the ILO on Zimbabwean labour 
legislation, as it relates to employees, converged with two main factors, namely 
affording employees workplace democracy, and outlawing of all forms of discrimination 
and employee abuses. The impact of ILO on Zimbabwean laws is evidenced in Mark 
and Jacob’s remarks below: 
 
“What is currently happening now is that our Labour Act has been influenced 
by international organs like the International Labour Organisation, which has 
a permeating presence in almost all countries. The labour standards and 
legislative provisions are pegged against ILO standards” (Mark, Transcript, 
10 August 2019,  p. 2). 
 
“The Labour Act as it stands borrows much of its provisions from the ILO 
conventions and it is unavoidable. Zimbabwe is not an island. It lives in the 
globe. So, what affects the globe affects Zimbabwe” (Jacob, Transcript, 27 
June 2019, p. 1). 
 
Regarding workplace democracy, multiple participants’ discourses shared similar views 
that the influence of the ILO, through its conventions, influenced workplace democracy 
and employee rights, ranging from the right to collective bargaining, freedom of 
association, fair labour practices, unfair dismissals, and the right to organise. Lucia’s 
journal gave much evidence on the role of the ILO to influence workplace democracy, 





“It has enabled employees to have freedom of association and the protection 
of the right to organise. These principles are contained in International 
Labour Organisation (ILO) convention Number 87 and have in turn been 
codified in Zimbabwe legislation, section 4 of The Labour Act (Chapter 
28:01), and the Constitution of Zimbabwe. 
 
It has enabled employees to have a platform to negotiate for better wages 
and working conditions through the right to organise and collective 
bargaining. ILO Convention number 98 on the Right to organise and 
collective bargaining has been envisaged in sections 74 and 75 of the Labour 
Act. 
 
It also helped in codifications of the principles of substantive and procedural 
fairness. In Zimbabwean law, section 4 of Statutory Instrument 15 of 2006 
conforms to ILO Convention 158 on Termination of Employment, Article 4. It 
provides that the employment contract of a worker shall not be terminated 
unless there is a valid reason for such termination connected with the 
capacity or conduct of the worker based on the operational requirements of 
the undertaking, establishment or service” (Lucia, Journal, 10 September 
2019, P.1). 
 
Regarding the right to maternity leave, Lucia and Ben noted that the ILO contributed to 
outlawing discrimination against women in the workplace. 
  
“Right to maternity leave, Convention 183 on Maternity Protection has been 
codified in section 18 of the Labour Act and section 65 of the Constitution” 





“...women are no longer worried of getting pregnant whilst at work. Maternity 
leave gave job security to women” (Ben, Transcript, 12 April 2019, p. 3). 
 
On the contrary, Patience’s discourse showed some form of dualism. Although she 
believed that the provision for maternity leave is a global right, and that the Zimbabwean 
labour legislation codified it, she also opened that when it comes to Zimbabwean labour 
legislation, the right to maternity leave does not apply to all employees: 
 
“To add on the impact on legislation, you would find out that the right to 
maternity is a global given right and the ILO requires this right to be adhered 
to. However, Zimbabwe has not contextualised this provision in its laws, 
contract employees and all new employees who have not yet reached 1 year 
of service with the company are not entitled to this benefit” (Patience, 
Transcript, 8 May 2019, p. 2). 
 
Turning to the issue of outlawing discriminations, the findings revealed consensus that 
the ILO influenced banning discriminations against race, ethnicity, gender, disability and 
religion. 
 
“If you check the international standards or even ILO recommendations, they 
provide that there should be no discrimination in terms of gender, sex or 
religion. In Zimbabwe, we are in an environment where we promote women, 
disabled or less privileged people and the Labour Act is clear in this regard” 
(Takunda, Transcript, 14 November 2018, p.2). 
 
Whilst findings on the ILO and labour legislation showed predominately-positive impacts 
on labour legislation in favour of employees, the effect of transnational companies 





5.3.1.2. Sub-theme 1b – Transnational corporations influenced labour 
legislation for employees  
 
Transnational companies were described as mediums of globalisation, which are 
instrumental in influencing the nature of employment contract laws. In this respect, one 
participant said the following: “Globalisation somehow led to exploitation of employees 
by employers as transnational companies always force their systems into companies in 
different countries they operate in” (Tracy, Transcript, p. 2). The findings observed that 
transnational companies were instrumental in introducing outsourcing, labour broking 
and fixed-term contracts, whose practices are against the dictates of the Labour Act. 
This was evident in the participants’ discourses, as shown in the following quotes that 
described the phenomenon: 
 
“Multinational Companies outsource most of their operations, yet our Labour 
Act does not permit labour brooking. The law in Zimbabwe is silent on 
casualization of labour and labour brooking. These issues are now a reality in 
the Zimbabwean labour market. I used to work for the milling industry, you 
would find that half of the head-count was outsourced services and we used 
to outsource through a broker. Multinational companies do not need the 
burden of dealing with labour disputes and whenever such disputes came 
about, we could simply terminate the contract with the broker or sent the 
complaints to the broker to deal with” (Mark, Transcript, 10 August 2019, p. 
2). 
 
 “The other issue that is on the rise is the issue of subcontracting. Employers 
are now subcontracting or outsourcing services from labour brokers. This is a 
problem in that the employer has a contract with the labour broker whose 
employees will all be on fixed-term contracts. ... Labour brooking and 




emanated from developed countries and transnational companies brought 
these concepts into the labour market” (Ryan, Transcript, 14 July 2019, p. 3). 
 
“There is introduction of independent contractors and companies are hiring 
employees through outsourcing and labour broking. This is giving a new 
direction to our employment relations. When you see a company to be said to 
employ 400 employees, most of those employees will not be direct 
employees but are contract employees from a labour broker whom the 
company will have engaged to give services” (Ray, Transcript,14 July 2019, 
p. 2). 
 
“In a way, globalisation has come up with a shamrock type of a business 
model. If there are problems from the outsourced company, you can simply 
terminate the contract and engage another service provider” (Mark, 
Transcript, 10 August 2019, p. 2). 
 
“The small companies survive on the big multinational companies that control 
the industry and most local companies provide services through outsourcing. 
Service charges are prescribed by the multinational companies” (Kuda, 
Transcript, 12 June 2019, p. 2). 
 
The findings further indicated that out-sourcing and labour broking violated minimum 
wage regulations and other employee benefits, as evidenced in Mark’s detailed 
discourse that: “This has affected the employees in such a way that despite government 
not approving labour brooking, companies have embraced this issue. For the employee 
paid through the broker, the wages are so low and all other related benefits like 
pensions, medical aid, funeral cover and protection by the Labour Act is not given” 
(Mark, Transcript, 10 August 2019, p. 2). In addition, the findings observed that wages 




between those employed by the company directly, and those engaged through a labour 
broker.     
 
5.3.2. Theme 2: Globalisation has impacted labour legislation for employers 
 
The findings indicate that agents of globalisation, namely Foreign Direct Investments 
(FDIs) and Special Economic Zones (SEZs) influenced labour legislation for employers. 
This was evident in their influence on retrenchment regulations, collective job action 
laws, and liberalisation of the labour market. The results are presented under sub-
themes 2a and 2b.  
 
5.3.2.1. Subtheme 2a: FDIs has impacted labour legislation for employers 
 
The results proved that FDIs played a central role in directing labour legislation policy 
on retrenchment laws, liberalisation of the labour market, strict collective job action 
laws, and long working hours in Zimbabwe. Table 5.4 below presents interviewee 
quotes on the role of FDIs in influencing labour legislation in Zimbabwe.  
 




Ben “I think section 12C on retrenchment...was greatly influenced by 
global pressure to have a clear-cut retrenchment package for 
employers to plan well in advance and budget for retrenchment of 
employees. The new provisions favour employers. Retrenchment is 
now a prerogative of the employer. The employer is the one who 
gives the reasons to retrench. Even if the reasons are absurd, the 
retrenchment will proceed” (Ben Transcript, 12 April 2019, p. 1). 
Kuda “IMF versus National Governments, employees have not benefited. 
Employees have been heavily taxed in order to pay back loans.  




of World Bank and IMF in policy direction as conditions to get money 
or loans. You remember ESAP in Zimbabwe and massive change in 
labour laws and retrenchments” (Kuda Transcript, 12 June 2019, 
p.2).  
 
Mark  “The FDI concept is the one that makes companies come with 
demands and conditions, which are changing the Zimbabwean 
labour market” (Mark Transcript, 10 August 2019,  p. 2). 
Patience “There is high liberalisation of labour laws to promote ease of doing 
business. You will find that government legislative trend is that it 
does not want to burden employers as they bring employment, 
investment and generate revenue for the nation” (Patience 
Transcript, 8 May 2019, p. 2). 
Ryan “For the investors to invest, they would then dictate conditions to 
safeguard their investment ...” (Ryan Transcript, 14 July 2019, p.1). 
Takunda “The Chinese approach is becoming global to African states and in 
Zimbabwe...and we have accommodated these investors by 
allowing their practices” (Takunda, Transcript, 14 November 2018, p. 
2). 
Sarah “Indian and Chinese employers subject employees to long working 
hours with little remuneration. When Chinese investors come to 
Zimbabwe, they enforce the cheap labour culture and because 
Zimbabwe is in great need of investors, these investors are given 
leeway to do as they please” (Sarah Journal, 15 September 2019, p. 
1). 
Ben “For example, the laws to do with collective job action are there but 
in practice, they do not give the right to strike to employees. This 
was crafted in a way to fence the interest of employers, as the 
conditions are so strict and not practical to follow” (Ben, Transcript, 
p. 2).  
 






5.3.2.2. Subtheme 2b: Special Economic Zones (SEZs) has impacted labour 
legislation for employers 
 
While other globalisation drivers were instrumental in shaping or changing labour 
legislation, the impact of SEZs ultimately disregarded labour legislation in all facets. 
SEZs allowed all companies in this category, both transnational or indigenous, to be 
immune from adherence to labour legislations. Results showed that companies in SEZs 
do not follow industry minimum wages, while contracts of employment do not follow 
dictates of the Labour Act, and workplace democracy and employee rights are not 
given. Ryan’s discourse is insightful in this regard, as shown below.  
“When it comes to Zimbabwean labour relations you will realise that there is 
this issue called special economic zones which is actually an import 
borrowed from globalisation. Zimbabwe adopted this notion looking for 
Foreign Direct Investment. You will find out that the countries that will be 
investing require liberalisation of labour laws so that it will be ease and 
cheaper for them to do business. ... For the investors to invest they would 
then dictate some conditions to safeguard their investment and ensure that 
they maximise on profits by dictating what the employee should be paid. This 
is the reason why we now have special economic zones legislation, which 
accords some immunity to companies.  
 
For example, in the food industry, we have some companies that were 
placed under special economic zones with an aim to attract investment. This 
had a direct negative impact on employees. As a trade union, we are not 
even allowed to represent employees in these particular companies. You 
would realise that even in the same company, some certain departments 
may be placed under special economic zones thereby allowing the employer 
to be free to do what it deems necessary and can go away with anything 





5.3.3. Theme 3: Employers and employees’ attitudes on the impact of 
globalisation on labour legislation 
 
Participants were asked to respond to whether the impact of globalisation on labour 
legislation was positive or negative. This question received mixed responses, and while 
some interviewees gave precise answers and chose whether the impact was positive or 
negative, some had difficulty answering, and ended up providing lukewarm answers. 
Simba’s response attests to this: 
I would say to a certain extent it has contributed positively. If you look at 
enforcement of the rule of law and giving employee rights like freedom of 
association and rights to organise. Employees have constitutional and labour 
rights to organise themselves and to express themselves. However, these 
rights have also been censored by some other regulations like Public Order 
and Security Act (POSA), which have infringed on the rights. On a scale, it’s 
a 50/50 case. Globalisation has given some rights and internal regulations, 
whilst at the other hand these rights are highly censored. The government 
has in some instances given a blind eye to these freedoms” (Simba, 
Transcript, 7 August 2019, p. 2). 
 
For a better appreciation of the participants’ responses, the results were further refined 
and presented in the form of a model, capturing the positives and negatives identified in 










Table 6.5: An illustration of the participants' responses and views on the positive 




















Source: Author’s fieldwork 
The negative effects of globalisation impact employees more than employers while the 
positives do not show much difference. 
Positives for employees 
 Workplace democracy 
 Employee rights  
 Anti-discrimination laws  
  Employee protection 
against abuses and unfair 
labour practice  
 
Positives for employers 
 Liberalisation of 
retrenchment laws 
 Establishment of 
outsourcing & labour 
broking    
 Creation of SEZ and cheap 
labour 
 Liberalisation of labour 
legislation  
 Flexibility in contracts of 
employments 
 
Negatives for employees 
 SEZ brought non-
compliance with labour 
laws  
 Breach of CBAs, e.g. on 
minimum wages 
 Cheap labour/law wages  
 Casual and temporal 
employment  
 Unilateral retrenchments 
with law packages 
 
Negatives for employers 
 Ceased summary 
dismissals even on gross 
misconduct  










 On a scale, it has a 50/50 
impact (Simba, Transcript, p. 
2) 
 I think globalisation has a 
mixed bag of impact (Mark, 





5.3.4. Theme 4: Globalisation has impacted labour relations 
 
Participants’ discourses revealed a clear understanding of globalisation and its impact 
on labour relations, as elucidated in Ryan’s response: “We are now looking at the 
workplace level where we have managers, worker’s committees and the works council” 
(Ryan, Transcript, 14 July 2019, p.3). The findings showed that the employers and 
employees have learned to co-exist, collaborate and, through co-determination, engage 
each other through negotiations and dialoguing in the works councils. This is evidenced 
in Kuda’s discourse presented below.  
 
“I changed my approach from radicalism to a social democratic platform 
where I believe that the two opposite systems should co-exist and should 
come together and collectively look into issues affecting them. This concept 
influenced co-determination in Germany where employees were influenced to 
come up with solutions to problems” (Kuda, Transcript, 12 June 2019, p. 3.). 
 
However, the findings show that the co-existence had been one of strife, mistrust and 
power dynamics. “The employer has power backed by resources, yet the employee has 
power of giving service and may refuse to offer the service to force the employer to 
listen to them” (Jacob, Transcript, 27 June 2017, p. 4). The results identified that the 
employers wield more power than the employees, since they enjoy support from 
government that requires FDIs. There was consensus that employees are highly 
vulnerable in an employment relationship, where termination of employment relationship 
is permissible by giving three months’ notice, and non-renewal of fixed-term contracts. 
The results unearthed that in some organisations workplace democracy does not exist, 
as evidenced in Mark’s response below: 
 
“If you look at the relationship, there is a shift currently on this issue of 




Organisations (NGOs), works councils and employee representations do not 
matter, in some cases they do not exist. The company in which you are doing 
an interview now, we do not have a worker’s committee. There is no need of 
employee representation. We do not need one. If any they do it at the 
broker’s offices or at the premises of the out-sourced company” (Mark 
Transcript, 10 August 2019, p. 4).  
 
Market competition was viewed as an element of globalisation that influences labour 
relations.  
“When you operate in Zimbabwe, you will be competing with another 
company operating in China producing similar products. You will find issues 
of competitiveness in the global market coming into play to influence 
workplace relations. Chinese companies produce high volumes at a very low 
cost due to advanced technological machinery. For local companies to 
survive the global competition, they ignore some employee benefits and 
welfare to try to reduce costs to reach the competitive edge” (Mark 
Transcript, 10 August 2019, p. 5). 
 
Mary also amplified this finding and stated: “For example, in the manufacturing industry 
there is push for wages to go down. The argument is that, the market for products is the 
same and for Zimbabwean products to be competitive on the global market, cost of 
labour must go down” (Mary, Transcript, 12 April 2019, p. 4). 
 
While employers compare product costs in the global market, findings observed that 
employees also compare wages with those of their counterparts in the surrounding 





“I would like to believe that the relationship is now complicated. For example, 
you have employees comparing wages with those in developed world and 
surrounding countries yet the operating economic environment is different. 
You take for instances doctors are constantly on industrial job action 
requesting better condition at the same level with doctors in developed 
economies or stable economies. This has continuously put pressure on 
employment relations” (Ray, Transcript, 14 July 2019, p. 3).   
 
Research findings identified technology as a globalisation agent capable of causing 
drastic workplace changes. Changes in production owing to automation led to skills 
changes, layoffs and subsequently labour relations disputes. “Zimbabwe does not 
adjust timeously with these changes and the laws are not compatible to the new 
changes ...as such employers and employees are always in disputes” (Tracy, Transcript, 
14 July 2019, p. 2).  
     
Responses to the question: “Are employers and employees satisfied with the 
current labour relations environment in Zimbabwe in the wake of globalisation?” 
showed that both employers and employees are dissatisfied. The following quotes 
indicate the participants’ perceptions in this regard:  
 
 Both parties are not satisfied as they accuse the regulations for several shortfalls 
(Ben, Transcript, 12 April 2019, p. 3); 
 It is very difficult to say satisfied because the antagonism is still there. Clashes 
are going to continue and with the current economic challenges in Zimbabwe I 
would say no one is satisfied (Jacob, Transcript, 27 June 2019, p. 4); 
 Both parties are not satisfied. Employers think the current labour relations favour 
employees while employees feel that it favours the employer (Lucia, Journal, 10 




 I do not think both parties are satisfied (Patience, Transcript, 8 May 2019, p. 3); 
 Employers and employees are not satisfied (Sarah, Transcript, 15 September 
2019, p. 3); 
 It is not satisfying in any way (Simon, Transcript, 12 May 2019, p. 4.); 
 On production terms there is satisfaction, but legally and on relations concepts, I 
would say no (Ray, Transcript, 14 July 2019, p. 3); 
 I think the satisfaction is more inclined to the employer (Mark, Transcript, 10 
August 2019, p. 5); and 
 I think both parties have some level of satisfaction (Takunda, Transcript, 14 
November 2019, p. 3). 
 
5.3.5. Theme 5: Globalisation has impacted affirmative action 
 
The findings indicate that globalisation influenced affirmative action through anti-
discrimination laws and the formulation of policies to stop past injustices. “Affirmative 
action refers to policies that support a disadvantaged group looking at the past...we 
have countries that are now establishing protectionist policies” (Mark, Transcript, 10 
August 2019, p. 3). For example, multiple interviewees commented on anti-
discrimination laws, indigenisation and empowerment programs, as well as employee 
share ownerships as affirmative action policies that were meant to protect and improve 
the lives of disadvantaged black Zimbabweans. 
 
Anti-discrimination laws also featured prominently under “globalisation and its impact 
on labour legislation.” See Theme 1 above. However, when responding to globalisation 
and affirmative action, the interviewees noted that affirmative action ensured the 
following: it ceased discrimination by ensuring equal employment opportunities for 
males and females; it provided for equal wages for employees on similar grades; any 




broke glass ceilings in respect of career path growth; and eradicated stereotypes. As a 
result, black employees and women could now rise to any senior position. The following 
quotes are insightful in confirming the findings in this regard: 
“Our society is paternal and women were less respected especially at work 
as seen in different wages and glass ceiling in career path development and 
Zimbabwe only worked to standardise what the global community is also 
doing” (Ben, Transcript, 12 April 2019, p. 2)”. 
 
“Women were previously underrepresented in the corporate ladder. Due to 
globalisation, we have legislation that prohibits discrimination of women. We 
now have equal pay for equal work. Discrimination was prohibited. Now, 
there is increased diversity in the workplace due to equal opportunities 
despite race, colour, religion etc. Employees now have the opportunity to 
pursue careers they may never have considered without affirmative action 
policies. Stereotypes have been reduced ... (Lucia, Journal, 10 September 
2019, p. 2). 
 
Regarding indigenisation and empowerment policy, globalisation and affirmative 
action attracted mixed responses. The first was that it was viewed merely as a political 
program: “Let me make reference to affirmative action as a way of empowering the 
blacks. It is no longer existing, it is gone. The new dispensation (Government of 
President Mnangagwa) has shifted from the 51% black ownership of enterprises to 
nowhere” (Kuda, Transcript, 12 June 2019, p. 3). In Sarah’s discourse, she mentioned 
that: “Affirmative action policies in Zimbabwe have not been influenced by globalisation” 
(Sarah, Memo, 15 September 2019 p. 2). Further, divergent views were also noted 
against indigenisation: “I don’t think they are directly influenced by globalisation. I think 
they are more politically charged. Even the selections of beneficiaries of these policies 
were done on political patronage. The policies have failed to benefit the employees, 





The second view that emerged from the findings was that affirmative action policies, 
namely indigenisation and employee empowerment, land redistribution and employee 
share ownerships were necessitated by the need to improve the lives of disadvantaged 
black people who had been disadvantaged by the effects of globalisation. Multiple 
interviewees shared similar sentiments, as shown below.   
“I would say affirmative action was influenced primarily by globalisation. You 
would find out that in 1992 ESAP came about and the country wanted to fit in 
the economic aspect of capitalism. At independence, the leadership of the 
country focused on socialism. Now because of the impact of capitalism at the 
global stage the country introduced ESAP as a way of accommodating 
capitalism. That is the trend now that capitalism is now dominant. In terms of 
affirmative action, there was land redistribution in 2000 and after that there 
was a vision to emancipate employees through giving employees shares in 
companies through Indigenisation and Empowerment. Employees were given 
shares in companies as a form of equity in distribution of wealth. I am sure 
Zimbabwe was coping from the Ujamaa Concept in Tanzania” (Patience, 
Transcript, 8 May 2019, p. 3).  
 
Most notably, interviewees agreed that indigenisation and empowerment policies 
had failed to give employees and indigenous black people 51% ownership shares 
of foreign companies. The failure of these affirmative action policies was attributed 
to the effects of globalisation.  Several outcomes were apparent during the 
interviews: 
 The new administration of President Mnangagwa reversed the 51% local 
ownership of foreign companies, as it deterred investment. “The new 
dispensation shifted from the 51% black ownership of enterprises” (Kuda, 




 Investors stopped investing, forcing government to review its policies. “They 
simply did not invest and as a result government is now relaxing on this 
affirmative action policies” (Mark, Transcript, 10 August 2019 p. 4); and  
 
 “Investors resisted the policy, and it failed” (Simba, Transcript, 7 August 
2019, p. 3). 
 
The third view arising from the findings was that globalisation influenced affirmative 
action policies, and the creation of indigenous informal businesses. One interviewee 
said: “I have a divergent view on that one. Indigenisation and employee empowerment 
promoted creation of informal traders who operate outside the Labour Act. ... This has 
complicated employment relations in Zimbabwe” (Ray, Transcript, 14 July 2019, p. 3). 
Further findings showed that globalisation inspired the formation of affirmative action 
groups, which lobbied government to form policies in order to compensate employees 
who had lost jobs owing to retrenchments, and disadvantaged black people by forming 
cooperatives, informal businesses and community trusts, and buying shares into 
companies.  
 
When asked how workplace relations have been impacted by the combined effect of 
globalisation and affirmative action policies, multiple interviewees’ discourses showed 
























Source: Author’s fieldwork (Simon, Transcript, 12 May 2019, p. 2) 
 
5.3.6. Theme 6: Mechanisms to address challenges of globalisation 
 
Research findings showed that mechanisms to address the challenges of globalisation 
are pertinent to achieve industrial harmony. Four methods were identified, namely: (1) 
contextualisation of globalisation; (2) training and education; (3) employee involvement; 
and (4) dialogue and communication.   
 
Interviewer: How have workplace relations been affected by the combined effects of 
globalisation and affirmative action policies?  
Simon 
I don’t think for employees, there are no benefits that have come to employees. I will 
start with affirmative action policies. When you look at employees working in the formal 
sector they have been affected by the informal sector. You find the government has made 
policies that have given rise to unregistered small companies, cooperatives and SMEs 
exempted from taxes to operate and compete with registered formal companies who are 
made to shoulder all the burden of high taxation.  
 
Interviewer: Are employees who work in small SMEs, the informal sector and 
cooperatives covered by the labour legislation?  
Simon 
No. not at all. They are not covered by any law, not registered and thus not protected by 
the Labour Act. Look at the Chinese backyard companies that are here in Zimbabwe. No 
employee is given protective clothing, they do not have pension schemes, medical 
services and National Social Security Service is not there. The employees are not 
protected and their contract of employment is not known. There are no inspections done 
on such work sites, they are not involved in collective bargaining, the employer pays the 
way he feels. They do not have trade unions or worker’s committees to represent their 





Contextualisation of globalisation was significantly popular with the interviewees. 
Figure 5 above illustrates these findings. The findings indicated that practices from 
developed communities, investors, transnational corporations and recommendations 
from the ILO conventions and international monetary institutions should be in sync and 
in harmony with local laws, values and norms. “Globalisation is now dominant, but we 
need to contextualise that within the environment in which the parties live in, that is the 
workplace. If you take the concepts being ushered by globalisation in its totality there 
will be conflict and to mitigate these conflicts there should be effective engagement” 
(Patience, Transcript, 8 May 2019, p. 4).  
 
Legislative responsibility of government was identified as central to ensure promulgating 
laws that bring globalisation into context, and in line with local requirements. 
“Government should correctly interpret global trends and not to put unnecessary 
pressure on employers and employees” (Ray, Transcript, 14 July 2019, p. 4). A further 
finding included that the Labour Act does not cover a majority of imports through 
globalisation, for example, Special Economic Zones, outsourcing/labour broking, 
maternity leave, Small to Medium Enterprises (SMEs), and informal businesses. Hence, 
“Each and every legal framework should be assessed in its totality, and the Labour Act 
should speak to each policy whether it is a borrowed concept or domestic policy (Ryan, 
Transcript, 14 July 2019, p. 5)”.   
 
Workplace policies in Human Resources Management (HRM), particularly those in 
transnational corporations, are required to be in line with local laws. Jacob, an 
interviewee who works for a transnational company, stated that in his organisation they 
have desisted from forcing HRM policies on companies; instead, they have encouraged 
blending policies with local laws. The findings encouraged employers to implement 
management tools like Total Quality Management to balance the needs of the company 
through efficiency, quality products, avoiding reworks, cutting unnecessary expenses as 
a result of injuries, and desisting from trying to achieve global competitive edge by 





Training and education of employees and employers on globalisation and its 
challenges, is critical. The findings showed that employers implemented a number of 
training methods, including exposing employees to global trends through conferences, 
exchange programs with sister companies in transnational corporations, in-house 
training, recruitment of immigrants, skills development to equip employees to adapt to 
technological changes, and availing reading materials like policies, newsletters and 
pamphlets.  
 
Trade unions “rolled out training exercises across the country working together with 
employers to educate employees and managers on globalisation” (Ryan, Transcript, 14 
July 2019, p. 5). Results proved that the unions have invested much in education on 
globalisation, the import of labour market flexibility, casualization of labour, fixed term 
contracts, and labour broking. However, unions perceived that this was not enough, and 
noted that the government can do more by embracing globalisation, and sharing 
information with unions and employers.    
 
Involving employees in decision making and devising solutions to address the  
challenges of globalisation stood out as a critical method to achieve workplace 
harmony. One of the research participants, namely Kuda, and a president of one of the 
leading labour movements in Zimbabwe, opined: “This concept influenced co-
determination in Germany, where employees are influenced to come up with solutions 
to problems.” The following quote from Jacob illuminated the concept of employee 
involvement: 
 
“We also use high level employee involvement. We have taught our 
employees and worker representatives that they should not always come 




they should put down their proposed solutions which should be in line with 
business values and principles” (Jacob, Transcript, 27 June 2019, p. 4). 
 
Multiple respondents viewed dialogue and communication as the main solution to 
address the challenges of globalisation. “My view study, which I still hold up to now, is 
that, negotiations is the only key to a common solution and for the common good ” 
(Kuda, Transcript, 12 June 2019, p. 4). The study’s results identified three levels of 
engagement, where negotiations can be conducted in order to deal with globalisation 
and its impact on labour legislation, affirmative action, and labour relations. These are: 
 National level negotiations in the Tripartite Negotiating Forum (TNF);  
 Industry level negotiations in the National Employment Council; and  
 Workplace level negotiations in the works councils.  
 
In the TNF employers’ associations, unions and government join to engage in 
purposeful dialogue, and they have been able to address vast issues that affect 
employment relations, namely the establishment of national social security and 
amendments to the Labour Act. Ryan noted that the TNF is vital to provide direction to 
the national policies regarding labour administration, while all social partners should be 
involved in policy formulation to ensure that each party’s concerns are covered. He 
noted: 
 
“When we talk of industrial relations we are talking of partnership between 
government, labour and business. If government think of coming up with 
policies and new laws, there should be extensive engagement with unions 





TNF is highly influential in social dialogue, and the findings strongly recommended that 
the social partners should legalise the TNF through an enactment of Parliament so that 
its decision becomes legally binding on the parties.  
 
However, one respondent (Kuda), although he agreed about able to the importance of 
the TNF board and its role in social dialogue at national level, he opposed its legislation 
to become a legal board. He asserted: “Contrary to my view, they are setting it before 
parliament. My view is that you cannot legislate love in order for people to love one 
another. You educate people to live by love of one another” (Kuda, Transcript, 12 June 
2019, p. 4). 
 
Regarding industry level negotiations, the findings showed that NECs are involved in 
setting conditions of service and codes of conduct for their respective industries, and 
agreements are published through Collective Bargaining Agreements. For example, in 
addressing the challenge of the casualization of labour and fixed-term contracts, the 
NEC for the Food Industry “...entered into an agreement with employers to have 
employees who will have worked for a year and above to be engaged on permanent 
basis” (Ryan, Transcript, 14 July 2019, p. 5). Interviewees noted that CBAs should 
always be compatible with the Labour Act and with national policy. The Ministry 
responsible for Labour Administration verifies and ratifies the agreements to ensure 
compliance with national laws and policies.  
 
However, results showed that more could be done by legislating national minimum 
wages. Furthermore, suggestions were given that NECs’ roles in awarding exemptions 
to employers to not pay minimum wages, or awarding temporal immunity, should be 
clearly legislated, while guidelines should be provided in the Labour Act to deter abuse 
and ensure uniformity. The participants encouraged the need for uniformity in national 





At the workplace level it was observed that policy communications and feedback are 
carried out in the works council through dialogue between management and worker’s 
committee members. Each party’s interests are shared in the works council through 
negotiations in good faith, and the parties are able to work out their differences. 
Effective communication was identified to assist employees and employers to 
understand each party’s side of the story before implementing any changes from 
globalisation. Ray, an interviewee and Human Resources Officer, shared his 
experiences through an interview extract below on how his organisation had managed 
to handle changes introduced by technology, using communication and engagement 
with employees.  
 












Author’s fieldwork (Ray, Transcript, 14 July 2019, p. 4) 
Interviewer: At a workplace level, what do you think the employer and employees should 
do to address challenges of globalisation? 
Ray 
The problem with employees is that of high expectations. Employees should moderate 
their expectations considering the capacity of their companies. For employers as they 
adopt new trends of technology or changes in the organisation it should not come as a 
surprise to employees. Communication and collective action is the only way to go if there 
is to be successful managing of challenges posed by globalisation. 
 
Interviewer: From your previous experience, either as an individual or in practice, what 
strategies have you implemented to address challenges posed by globalisation in the area 
of employment relations? 
Ray 
We have introduced artificial intelligence in our automation systems such that our 
employees are well informed and educated on the new changes, even when we introduced 
the bio-metrics system we engaged employees of the new system and how it works. The 
process has made us retrench human resources clerks and they are already appraised of 






The findings showed that collaborated efforts and in-depth communication between 
parties in the industrial relations system is essential to address challenges caused by 
globalisation in the workplace. The narrative on mechanisms to address globalisation 
concluded the presentation data findings. Hence, the next section provides a summary 
of the chapter. 
 
5.4. Chapter summary 
 
The purpose of this qualitative phenomenological research was to understand the 
impact of globalisation on labour legislation, affirmative action and labour relations in 
Zimbabwe. The collected data answered the research questions, and presented six 
main themes, as listed below: 
 
 Globalisation has impacted labour legislation for employees; 
 Globalisation has impacted labour legislation for employers; 
 Employers and employees’ attitudes towards globalisation and labour 
legislations; 
 Globalisation has impacted labour relations; 
 Globalisation has impacted affirmative action in employment relations; and  
 There are mechanisms that help to address challenges of globalisation. 
 
After the presentation of findings, the following chapter (Chapter 6) contains a 
discussion of the findings. It illustrates how the findings of this study relate to the study 










This phenomenological study explored the experiences of employees and employers, 
focusing on the impact of globalisation on labour legislation, affirmative action and 
labour relations. The intent of the study was to unpack conceptual knowledge regarding 
the phenomenon and through findings, gain insight from the perspectives of employees 
and employers in order to augment the current body of knowledge, and inspire 
development of theoretical concepts on globalisation and labour relations.  
 
The lived experiences of 14 participants, captured through face-to-face interviews, 
researcher field notes, and participants’ memoirs presented in Chapter 5, were 
discussed in this chapter by linking them to the current literature. Guided by Woods 
(2006) and Creswell (2014) who mention that in a phenomenological study the 
researcher should not be a detached bystander, the researcher made meaningful 
interpretations of emerging concepts, based on the linkages of the research findings 
and the literature. This chapter, therefore, provides a holistic view about the 
phenomenon by weaving together the research findings, the reviewed literature, and the 
researcher’s  own interpretations and thoughts to form a globalisation, labour legislation, 











6.2. Linking findings with literature 
 
Earlier, in Chapters 2 and 3, the foundation of literature was presented for the sole   
purpose of positioning this study within the auspices of extant literature on globalisation, 
labour legislation, affirmative action, and labour relations. Empirical evidence spanning 
(1) globalisation and labour legislation, (2) globalisation and affirmative action, and (3) 
globalisation and labour relations worked as a mirror to reflect and vet this study’s 
findings.  Leedy and Ormrod (2010) note that linking the findings to literature increases 
validity and helps to ascertain research credibility.  
 
Furthermore, discussing findings in relationship to literature helps to develop meaning 
around the themes that emerged in the study (Creswell, 2014). This study’s findings 
revolved around the emerging themes from participants’ experiences, and it is the same 
themes that were used to answer the study’s research questions. Subsequently, in order 
to project and convey how the research findings correlate with literature in a more 
emphatic manner, the researcher adopted use of a diagrammatic summary of 
connections between findings and the literature, followed by a detailed elucidation of the 
connections. The next section considers globalisation and its role in influencing labour 
legislation relating to employees. 
6.2.1. Globalisation’s role in influencing labour legislation relating to 
employees 
 
The first objective of the study was to discover the impact of globalisation on labour 
legislations relating to employees in Zimbabwe. Consequently, the first theme identified 
in the findings addressed this objective by showing that globalisation has impacted 
labour legislation relating to employees. Two sub-themes, namely the International 
Labour Organisation and transnational corporations proved instrumental in shaping 
labour legislation, which relates directly to employees in the Zimbabwean context. Table 



































Source: Author’s fieldwork  














ILO (2003) The International Labour Organisation 
moved in to ensure globally acceptable labour 
standards by promulgating conventions to set 
minimum standards of employee rights and 
democracy internationally.  Examples include: 
 
- Freedom of Association and Protection of the 
Right to Organise Convention, No. 87 of 1948 
 
- Right to Organise and Collective Bargaining 





- Sassen (2006) notes that transnational 
corporations are globalising forces in the same 
manner mass media houses and human rights are 
agents of globalisation. 
 
- Robinson and Harris (2000) states that 
transnational corporations have gained power 
within governments such that they influence 
labour market policy. 
 
- Sklair (2002, p. 36) argues that, “Largest TNCs 
have assets and annual sales far in excess of the 
GNP of most of the countries in the world.” 
 
- Ukpere (2014, p. 158) observes that, “this 
development saw nations, particularly developing 
ones, rushing to infuse themselves into the 
capitalist global system, which was reflected by 
the opening of borders to the transnational 
juggernaut of capitalism.” 
 
- Zimbabwe Labour Economic Development 
Research Institute (2008) states that through 
Tripartite Negotiating Forum, transnational firms 
contributed to the formulation of employment 






6.2.1.1. Role of the International Labour Organisation (ILO) 
 
The literature shows that the role of the ILO supports the research findings, as 
elucidated in the USAID (2016) report on Zimbabwe’s labour legislation, which states 
that Zimbabwe followed the basic guidelines of the ILO’s standards in drafting its labour 
laws. A majority of the participants attributed workplace democracy and worker rights 
provisions in Zimbabwe’s Labour Act, namely the right to organise, freedom of 
association, anti-discrimination, fair labour practices, and the right to collective 
bargaining owing to the influence of the ILO. Hence, one participant opined: 
 
“Section 7 subsection 12 of the Labour Act now have protection of employees by 
giving the right to organise thus promoting workplace democracy, this came about 
because the country wanted to follow global trends through the International 
Labour Organisation benchmarks” (Patience, Transcript, 8 May 2019, p.1). 
 
More evidence from the literature showed that the ILO supervises member states to 
ensure implementation of its conventions, and this was instrumental in compelling 
Zimbabwe to adhere to international labour standards set in the ILO Conventions.  The 
Labour Economic Development Research Institute Zimbabwe (2008) reports that 
Zimbabwe had been brought before the ILO for breaching the declaration for 
Globalisation Protocol, and Conventions 87 and 89 in 2017. These breaches were 
rectified, following ILO pressure.  
 
Furthermore, the need to figure out whether the impact of globalisation on employees 
was positive or negative, was central to this research project. Participants’ evidence 
concurs with literature that the role played by the ILO in influencing labour legislation in 
Zimbabwe was significantly positive to advance legislation towards employee 
democracy and rights. In fact, one of the research participants, whilst referring to anti-
discrimination laws in the Zimbabwean Labour Act, argued the following: “These were 
borrowed from ILO conventions against discrimination, right to organise, prohibition of 
forced labour, and prohibition of employment of under aged employees (Ben, 12 April 




supervise implementation of international labour standards to ensure human dignity in 
workplaces.     
 
Although literature and research findings agree that the ILO showed significant 
influence regarding the promulgation of labour legislation in Zimbabwe, the research 
findings further demonstrated that compliance with ratified ILO conventions is a 
challenge, as observed by one participant: 
 
Despite ILO standards, employees’ rights are very limited… There is no 
standardisation even for employees in the same transnational companies 
working in different countries,” (Tracy, Transcript, 14 July 2019, p. 2). 
 
More compelling evidence from this study is in the example of the right to maternity 
leave, which does not apply to all employees in Zimbabwe, as it excludes fixed-term 
contracts and casual employees, as noted by another participant: 
 
“...currently there is global pressure to move towards unlimited maternity 
leave for female employees, ILO has already come up with Convention 189 
on maternity leave. In Zimbabwe, maternity provisions do not cover fixed-
contract employees and the same apply to permanent employees who still 
had not completed a year of service with the organisation” (Ray Transcript, 
14 July 2019, p. 4).  
 
This lack of implementation of the ILO conventions goes against evidence presented in 
the literature, demonstrating that Zimbabwe ratified the Maternity Protection Convention 
183 of 2000 (ILO, 2003). Zimbabwe’s maternity provisions are outlined in Section 18 of 
the Labour Act [Chapter 28:01]. Its implementation was done selectively, omitting casual 
and fixed-term contract workers. The Zimbabwean Labour Act also introduced a one-
year waiting period for all new employees in spite of the fact that some of the 




contributing to the national security fund and state revenue for years in previous 
engagements.   
 
Pursuant to this finding, it can be argued that some ILO recommendations face 
resistance and none-compliancy from employers who, for example, find it unreasonable 
to recruit a pregnant employee on a fixed-term contract, and accord maternity leave on 
full pay and benefits after some few months at work. In some cases, the employee’s 
contract may expire, whilst the maternity leave will continue to accrue. Such downtime 
factors on business operations result in silent or unpronounced salient discriminations 
like not hiring pregnant women. In cases where a pregnant woman is hired, she is not 
given maternity leave. In fact, the Zimbabwean Labour Act (Chapter 28:01) under 
Section 12 does not compel employers to allow maternity leave to employees who have 
worked for less than a year (Labour Act, 2002). 
 
The next section discusses the findings with respect to the role of transnational 
corporations and their influence on labour legislation for employees. 
 
6.2.1.2. Role of transnational corporations 
 
The connection between the findings and the literature, illustrated in Table 6.1, provided 
a basic pictorial view of the linkages. Extant literature portrays transnational companies 
as a major driver of globalisation, and Sklair (2002) argues that such companies have 
massive wealth that make them dictate conditions of doing business with nations. Klein 
(2001) viewed transnational companies and their current approaches of outsourcing and 
replacement of humans with technological machines as a new form of ‘Taylorism’, 
worse than original scientific management. Research findings were able to address the 
first research objective by identifying practices that transnational corporations in 
Zimbabwe’s labour relations introduced, namely outsourcing, casualization of labour, 
long working hours, technological changes, fixed-term contracts, and subcontracting 
that helped to shape  labour legislation, which relate to employees. Below are some of 





 “Indian and Chinese employers subject employees to long working hours with 
little remuneration” (Sarah Transcript, 15 September 2019, p.2). 
 
 “The high casualisations of labour and fixed-term contracts have affected the 
industry... The other issue that is on the rise is the issue of subcontracting. 
Employers are now subcontracting or outsourcing services from labour brokers” 
(Ryan Transcript, 14 July 2019, p. 3). 
 
These emerging practices in Zimbabwe’s labour relations found support from literature, 
and Luebker (2008) points out that in Zimbabwe, outsourcing, transferring of asserts to 
satellite enterprises, and the use of labour brokers increased since early 2000. Fenwick 
et al. (2007) maintain that the prevalence of outsourcing, as well as fixed-term and 
casual contracts in Zimbabwe brought challenges to the labour legislation system, 
where employees were/are either not covered by the law or, if covered, they are not 
able to enforce their rights, using the same law because they are not protected by it.  
 
The study’s research findings added more clarity concerning the experiences of 
outsourcing and labour broking to amplify the general explanations that the literature 
provides. Evidence from the research findings show that employees who work for the 
same company were/are paid different wages although they perform similar duties, 
because the first group was employed under a labour broker, while the company 
employs the other group directly. One trade unionist, a research participant in this study, 
explained this scenario and noted the following: 
 
“The employees engaged directly by the company are paid differently from those 
ones employed by the broker yet performing the same functions. Employees from 
brokers are paid in line of the commercial sectors industry and their wages are very 
low... Labour brooking and outsourcing are emerging concepts borrowed from 




companies bring these concepts in the labour market” (Ryan Transcript, 14 July 
2019, p. 3). 
 
Theron, Godfrey, and Vesser (2007) claim that externalisation contributes to non-
standard employment, concurring with evidence from the current study’s research 
findings. In terms of why employees from labour brokers do not have a workers 
committee, and are treated differently, one of the participants argued:  “There is no need 
for employee representation, we do not need one. If any they do it at the broker’s offices 
or at the premises of the out-sourced company. If it causes an issue to the company, we 
simply terminate the contract with the broker” (Mark Transcript, 10 August 2019, p. 4). In 
view of this, employee disciplining, grievance procedure, conditions of service, and 
governance, in accordance with the company’s code of conduct, do not apply to 
employees from a labour broker or outsourced services. Such employees remain 
uncovered by the labour laws, and their concerns remain unaddressed, because there 
is no forum to address such issues at the workplace and in labour legislation.  
 
Perhaps the role of transnational corporations and the extent of the economic power 
that they wield help them to force their way on host nations, which one of the research 
participants summed up in the statement below. She noted that transnational 
corporations advance globalisation by “forcing their systems into companies in different 
countries they operate in” (Tracy Transcript, 14 July 2019, p. 2). 
 
 
6.2.1.3. The International Labour Organisation (ILO) v transnational 
corporations 
 
According to the employees, the ILO introduced considerable labour legislative benefits, 
while the growth of transnational corporations brought along new practices in human 
resources administration that impacted Zimbabwe’s labour legislative system negatively. 
All the research participants generally focused more attention on explaining current 




provisions. The synthesis of the literature and the research’s findings revealed clearly 
the fact that in spite of establishing legislative provisions, the reality in the workplaces 
demonstrated that the labour laws do not cover some employees. In Zimbabwe ’s 
context, globalisation brought with it new practices such as outsourcing, labour broking, 
fixed-term contracts and casual employment, making it impractical to administer the 
labour laws in situations where these new concepts were practiced. Franklin (2015) 
states that many workers globally are not protected by labour laws.   
 
The next section presents ed further illumination on the issue of globalisation and labour 
legislation, considering issues that relate to employers.  
 
6.2.2. Globalisation’s role in influencing labour legislation for employers 
 
The second objective of this research study aimed to understand the impact of 
globalisation on labour legislation for employers in Zimbabwe. Consequently, a theme 
emerged from the research findings, namely: globalisation had impacted labour 
legislation for employers in Zimbabwe, thus addressing the second research objective 
of this study. From this main theme, the researcher identified two sub-themes, namely 
Foreign Direct Investment and Special Economic Zones as drivers of globalisation that 
impact shaping labour legislation for employers in Zimbabwe. Table 6.2 below illustrates 


































































Connection with literature 
- “International financial institutions required 
government to implement labour market reforms 
aimed at facilitating enterprise efficiency, both in 
terms of labour market flexibility and labour 
productivity” (Fenwick et al. 2007, p. 5). 
 
- “ESAP inspired labour deregulation as 
international financial institutions demanded the 
state’s acknowledgement of economic conflict 
between business and labour, and requested 
limited state intervention and recognition of 
managerial prerogative of managing employment 
relations through employment contracts” 
(Fenwick et al. 2007, p. 5). 
 
- In 2015 Zimbabwe started to move a new path of 
“ease of doing business” to lure investors which 
among other policy changes included friendly 
labour laws that do not stifle investment (Chikuni, 




- Special economic zones led to abuse of overtime 
and gave companies immunity from increasing 
minimum wage in Malaysia, (Peetz & Todd, 
2006). 
 
-  In Korea special economic zones suppressed 
unions, labour movements and prohibited 






6.2.2.1. Role of Foreign Direct Investment (FDI) 
 
The concept of FDI and its influence on labour legislation was evident in most of the 
participants’ responses. The reality of the matter is that every country wants an injection 
of foreign direct investment into its economy, hence even communist countries like 
China and Russia opened their borders to FDIs (Heng, 2000). For this study, in 
particular, participants mentioned FDI as one of the greatest agents of globalisation 
responsible for labour market deregulation and policy reforms in Zimbabwe. One 
participant, who is a trade union secretary-general, noted the following: 
 
“IMF versus National Governments, employees have not benefited. In fact, 
employees have been heavily taxed in order to pay back loans.   
Governments have been forced to beg and nil down to the demands of World 
Bank and International Monetary Fund regarding policy direction as 
conditions to get money or loans. Remember ESAP in Zimbabwe and 
massive change in labour laws and retrenchments associated with it” (Kuda 
Transcript, 12 June 2019, p. 2). 
 
 
Similarly, a participant from the employer ’s side stated: 
 
“At the end the one with resources is the most powerful and governments 
also listen to employers for need of FDI” (Jacob Transcript, 27 June 2019, p. 
4). 
 
Another participant, a senior human resources manager in a transnational company, 
while commenting on the reason why local indigenisation laws collapsed, stated that, 
 
“If you look at a global perspective, if someone is coming with direct foreign 
investment and you try to detect to the one with the cash on what to do with 
their money and also that they are forced to include 51% of local 
shareholders, obviously it will derail the investment altogether. Investors 





Kishore (2002) who considered FDI to be the pick of globalisation also warned that the 
impact of globalisation on each subject nation’s labour laws is relative, and requires 
discussion from the perspective of actors in the labour market. Hence, from the 
perspectives of employers and employees in Zimbabwe, participants were able to 
itemise certain exact legislative provisions, which they argued were either changed or 
introduced owing to FDI. For example, some participants listed retrenchment 
regulations, strict collective job action laws, long working hours, and termination of 
contracts of employment.   
 
However, most participants opined that the legislative changes favoured employers, and 
had no or little benefits to employees. Whilst commenting on the advent of labour 
broking, casual and fixed-term contracts, one participant who is a human resources 
business partner, said the following:  
 
“The FDI concept is the one that makes companies come with demands and 
conditions, which are changing the Zimbabwean labour market, values and 
culture... With such precedence, the employers can do what they want and 
employees can belong to nowhere” (Mark Transcript, 10 August 2019, p. 4). 
 
Complementing evidence also came from another participant who was a union member 
and worker representative, as he stated:  
 
“For the investors to invest, they need to dictate conditions that safeguard 
their investment to ensure maximum profits by controlling remuneration... 
Most employees are underpaid because the employer determines the wage 
for each category of employees. Contract employees are disadvantaged from 
other benefits like pensions, medical aid and all benefits associated with 





Mlambo (2009) contends that with the Economic Structural Adjustment Programs of 
1990 to 1995, which deregulated the labour market, employees in Zimbabwe came out 
the worst losers, with quite a number having suffered oppressive legislation, and losing 
their jobs.  
 
Only one divergent view emerged from amongst the research participants, particularly 
on the issue of retrenchment regulations. The employer participant and a senior human 
resources officer noted that retrenchment laws favour employees. He proffered that 
such bias is unwarranted, noting that employees do not deserve to be paid severance 
packages.  
 
“The Labour Act is more of a tool to protect employees rather than 
employers. I have given you an example of maternity leave and retrenchment 
laws. Why should an employer pay retrenchment or severance package at 
the termination of an employment contract especially when the employer 
honoured all the terms and conditions of the contract of employment before 
termination?” (Ray Transcript, 14 July 2019, p. 1). 
 
Although one participant raised this issue, and in spite of the researcher’s awareness 
that, generally, employees are entitled to severance pay in Zimbabwe and perhaps in 
most countries upon premature termination of employment contracts, the researcher 
decided to present and discuss the issue. The researcher opines that with massive 
changes happening in the labour market globally, and the concept of severance pay 
sporadically dwindling slowly, with some European states like Finland and Sweden 
deciding not to regulate this provision (European Foundation, 2015), with time, 
severence packages may vanish in the same manner that permanant contracts are 
dissapearing. In fact, the European Foundation (2015, p. 1) warns that: “Even in those 
countries where a legal baseline exists (baseline regarding severence pay), collective or 





The next section considers the impact of globalisation on labour legislation relating to 
employees, with a focus on the role of Special Economic Zones. 
 
6.2.2.2. Role of Special Economic Zones (SEZ) 
 
Research findings on the role of Special Economic Zones (SEZ) addressed the second 
research objective of this study, which aimed to understand the impact of globalisation 
on labour legislation for employers in Zimbabwe. Dannenberg, Kim, and Schiller (2013) 
note that Special Economic Zones are a globalisation strategy aimed at funding 
conditional loans with specific concessions required from host nations and exploitation 
of natural resources, whilst mollycoddleing  foreign investors with preferential treatment.  
 
The current study identified various forms of previleges afforded to investors in special 
economic zones, namely exemptions from paying prescribed minimum wages, 
liberalised contracts of employment provisions, no workplace democracy, none- 
provisions of union representation, and no major employee rights. In summary, it can 
best be described as giving investors considerable immunity from adhering to labour 
legislation. By according all these immunities, the aim of the host nation will be to 
industrialise, create employment, grow its exports, increase government revenue, 
improve technological exchange, and upgrade employee skills (Zeng, 2015). 
 
In this current study, both workers and employer representatives highlighted the outright 
negative effects of SEZ in Zimbabwe as far as the impact on labour legislation is 
concerned. A good elucidation of this finding came from one of the participants who 
highlighted the following: 
 
“For example, in the food industry, we have some companies that are placed 
under special economic zones with an aim to attract investment and that had 
a direct negative impact on employees. As a trade union, we are not allowed 
to represent employees in companies placed under special economic 




department of their operation under special economic zones such that 
employees of the same company end up having different wages and 
conditions of service” (Ryan Transcript, 14 July 2019). 
 
Another participant observed that companies in Zimbabwe’s special economic zones do 
not observe the country’s labour laws, and hence said the following: 
 
“We have also introduced special economic zones where in certain areas the 
labour act does not apply. The majority of these companies are foreign 
owned companies and Chinese who are exempted from following labour 
laws” (Takunda Transcript, 14 November 2019, p. 2).  
 
Farole (2011) established similar findings in his study of six special economic zones in 
African countries (Ghana, Kenya, Lesotho, Nigeria, Senegal and Tanzania). Evidence 
from a study by Zeng (2015) established that even in other general terms, special 
economic zones have failed in Africa. “In terms of investment, exports and employment 
generation, the African zones are generally falling behind their peers in other continents”  
(Zeng, 2015, p. 8).  Current research findings seem to suggest that SEZ have not 
benefited employees or the general economy in Zimbabwe, as noted by one participant 
who explained:   
 
“Even companies that are making profits and can afford to pay better wages, 
they are also giving unfair wages by virtue of them being placed under 
special economic zones... Special economic zones might be working 
elsewhere but they are not compatible to our environment here in Zimbabwe” 
(Ryan Transcript, 14 July 2019, p. 2);  
 
Emperical evidence from Asia and the Middle East strongly disagree with the current 
study’s findings. For example,  Zeng (2010) notes that in 1978 China introduced an 
open door policy in the provinces of Guangdong and Fujian by establishing special 




economic zones did well, as evidenced by employment creation, improvement of 
employee welfare, and increased national revenue growth. By March 2013 China had 
established 191 national special economic zones. Similar programs were successful in 
countries like Malaysia, Singapore, South Korea and Jordan (Watson, 2000).  
 
A reason why Zimbabwe is failing to realise meaningful fruits from its implementation of 
special economic zones perhaps rests in one of the research participant’s observation, 
as shown below.  
 
“The problem now is that some companies that are given special economic 
zone licences are transnational companies that operate in various countries 
and continents… They, therefore, copy and implement without adjustment 
the way they handle labour administration in special economic zones outside 
Zimbabwe” (Ryan Transcript, 14 July 2019, p. 2). 
 
Nonetheless, it was clearly established, and answered as per the objectives of this 
study, that globalisation had indeed impacted labour legislation for both employers and 
employees. Various agents of globalisation, namely international labour organisations, 
transnational companies, foreign direct investment and special economic zones 
were/are instrumental in influencing labour market legislation in Zimbabwe. Figure 5.2 in 
Chapter 5 presented the study’s research findings, showing participants’ perceptions 
regarding whether the impact of globalisation was positive or negative. Figure 6.1 below 
provides an illustrative summary of the flow of the impact of globalisation on labour 
legislation, as interpreted by the researcher, based on findings from the current study, 








































                                  
      
                                                                                    
                                                         
 
              
 
          
 
 















 Prohibited all forms of 
discrimination 
 Employee rights 
and democracy 
 Fair labour standards 
 Stopped abuses  
 
Positive (examples) 
 Worker’s committees 
 Collective bargaining 
 Unionism 
 Fair labour practices 
 Employee participation 







  Employers 
Negative (examples) 
 Some employees not 
covered by labour 
legislation 
 No job security 




 Ease to hire and fire 
employees 
 Cheap labour 




 Lack of employee 
motivation 
 High absenteeism 
and employee 
turnover 
Introduced new practices 





Liberalisation of labour 
laws (retrenchment, 
collective job action, flexible 
contract of employment, 
removal of government 
minimum wages and 
employer rights)  
 Accord employers 
immunity from all labour 
legislation 
 Unionisation prohibited 


















The next section presents a discussion of the findings on globalisation and affirmative 
action. 
 
6.2.3. Role of globalisation on affirmative action  
 
The fourth objective of this study was to establish the extent to which affirmative action 
policies have helped to ameliorate the adverse impact of globalisation on labour 
relations in Zimbabwe. A majority of the study’s participants agreed that globalisation 
had a great impact on affirmative action policies, which helped to address some 
disparities occasioned by globalisation. Guan (2005) separated affirmative action into 
two composites, namely elimination of ongoing discrimination, and positive 
discrimination, involving favouring previously disadvantaged group(s) to correct past 
discrimination.  
 
This position in literature supported the study’s research findings wherein, firstly, 
participants reported the prevalence of the elimination of past discrimination through 
promulgation of anti-discrimination laws, provision of employee rights, recognition of 
women who were marginalised previously, removal of stereotypes, and eradication of 
glass ceilings in career path growth. One participant, a workers’ representative, noted 
the following in this regard: 
 
“There are quite a number (affirmative action laws), there is one on maternity 
leave, discrimination against disabilities, HIV AIDS and abuse against 
women... Our society is paternal, women were previously less respected 
especially at work as seen in different wages and glass ceiling in career path 
development, and Zimbabwe only worked to standardise what the global 
community is also doing by removing these discriminations” (Ben Transcript, 
12 April 2019, p. 2). 
 





“In Zimbabwe, we have come up with indigenisation and empowerment act, 
land redistribution and employee share ownerships as affirmative action 
policies to improve the lives of the disadvantaged black people” (Takunda 
Transcript, 14 November 2018, p. 3). 
 
 
The above view was endorsed further with Lucia’s memoir statement:  
 
“Due to globalisation, we have legislation that prohibits discrimination... We 
now have equal pay for equal work. Now, there is increased diversity in the 
workplace as there are equal opportunities despite race, colour, religion etc. 
Employees now have the opportunity to pursue careers they may never have 
considered without affirmative action policies. Affirmative action policies 
helped to break glass ceiling and stereotypes” (Lucia memoir, 10 September 
2019, p.2). 
 
Secondly, in terms of the concept of positive discrimination, Jones (1991) contends that 
this form of affirmative action is highly controversial. Evidence from the current study 
established both the existence of positive affirmative action in the Zimbabwean labour 
market, and traces of the controversy and subsequent failure of such policies, as 
explained by one of the research participants: 
 
“Literally when you look at youth empowerment, indigenisation and 
compulsory ceding of 51% shares to locals and employees, such a policy was 
aimed at addressing injustice. Such discriminations were put in place to 
address past unfair treatment on indigenous black people. However, 
indigenisation and empowerment laws failed....” (Simba Transcript, 07 August 
2019, p.3).  
 
Another participant noted the following: 
 
“Of course they (indigenisation and empowerment policy) have failed because; 




own conditions, which benefits him/her from his/her investment. They simply 
did not invest and as a result government is now relaxing on these affirmative 
action policies” (Mark Transcript, 10 August 2019, p. 4).   
 
The fact that these practices were indeed controversial is supported by Matyszak (2016) 
who explains that foreign companies were sceptical and accused government of 
masterminding the beginning of a process to seize foreign companies. Kamidza (2017) 
states that Zimbabwe attracted a backlash from Europe and the United States through 
economic sanctions. Perhaps the pressure from the global community, with its sanctions 
on Zimbabwe and resistance from investors, exerted pressure on the Mnangangwa 
administration to recede from the Mugabe government’s overtures to reverse the 
country’s indigenisation and empowerment laws. The Zimbabwean government 
rescinding of these policies is an example of the contemporaneous impact of 
globalisation, and its ability to suffocate local affirmative policies that are antagonistic 
towards it. This resonates well with Soroka et al. (2006) who argue that globalisation is 
a serious deterrent of national policy.  
 
Furthermore, evidence from the research study’s findings showed that formulation of 
affirmative policies was also done in the form of labour legislation in which the 
government complied with the ILO’s affirmative action-oriented conventions of anti-
discrimination and employee rights, as noted by one participant, who said: “I would like 
to believe so. If you check ILO standards, employers should not discriminate employees 
in terms of gender, sex or religion” (Takunda Transcript, 14 November 2018, p. 3). In 
fact, Fredman (2005) posits that workplace discriminations could be addressed through 
legislative and policy intervention.   
 
Further discussions of the study’s findings proceed in the next section, focusing 






6.2.4. Globalisation and labour relations 
 
One of the study’s research objectives was to explain the phenomenon of globalisation, 
as it relates to labour relations in Zimbabwe. The research findings demonstrated that 
globalisation had significantly impacted labour relations between employers and 
employees in both negative and positive ways in Zimbabwe. The theme, “globalisation 
has impacted labour relations”, was hence sustained, as evidenced in the participants’ 
citations below: 
 
“Globalisation has impacted positively on labour relations at the workplace through 
workplace democracy. Employees were given a voice to negotiate, discuss and 
raise issues that concern them through workers’ committees” (Ben Transcript, 12 
April 2019, p.3). 
 
“I think it had a negative impact on labour relations at the workplace. The right to 
real collective bargaining was taken away. The right to collective job action was 
also taken away.  There is no fairness at the workplace between employer and 
employees” (Simon Transcript, 12 May 2019, p.4). 
 
“The relations at the workplace were terribly affected. Employers started 
retrenchments and employees were suffering job losses…” (Jacob Transcript, 27 
June 2019, p.4).  
 
“There has always been a class conflict or a class dynamic in workplaces. 
Globalisation has affected workplace relations in the sense that the investors 
actually drive workplace policies. They give conditions that if you would want us to 
operate in your country certain conditions should be met” (Patience Transcript, 08 
May 2019, p.3). 
 
Table 6.3 below provides an overview of how the reviewed literature supported the 




































Source: Author’s fieldwork 
 









- Bendix (2006) defines labour relations as the 
existence of a relationship between employee 
and employer. 
 
- Munck (2002) states that, “Globalisation has 
set new parameters and there is tendency 
towards creating of global labour market.” 
 
- MacDonald (1997) notes that employer, 
employees and the state are the three actors 
in labour relations, and each actor’s actions 
are influenced by several factors on 
international magnitude, and he came up with 
a labour relations theoretical framework. 
 
- Giddens (1990) proposes a four dimensional 
theory of globalisation arguing that social 
relations are central in the understanding of 
globalisation and its impact on workplaces. 
 
- Kelley (1997) observes  the decline of union 
influence in labour relations, which he argued 
has proved to be a common fate for unions as 
global capitalism and neo-liberalism advance 
 
- Bendix (2006) suggests that employers 
predominately adopt a unitaristic approach to 
labour relations. 
 
- Friedman (1999) perceives globalisation as a 
process imposed by forces like trade, 
technology and internationalisation of markets 





At the heart of the current study was the need to understand the impact of globalisation 
on employers and employees, and consequently to be able to explain the nature of the 
resultant labour relations. MacDonald (1997) argues that employer-employee relations 
are a result of several global factors. In fact, one participant (Ray, Transcript, 14 July 
2019, p. 13) noted: “I would like to believe that the relationship is now complicated” 
owing to employer-employee antagonism. For example, employees advocate for 
implementation of best global standards in all facets of employer-employee relations. 
Conversely, employers try to contain employee demands by advancing the need to be 
globally competitive, and to follow international monetary institutions’ recommendations 
on policy direction and business growth.  
 
6.2.4.1. Nature of labour relations at the dawn of globalisation in Zimbabwe 
 
Scholars view labour relations as connections that cover broad interactive relations 
between government, business and labour. For example, Salamon (2000) says that it is 
a phenomenon that can be experienced both within and outside workplaces, while 
Bendix (2006 p. 15) argues that the “responsibility of balancing the power of 
management lies with government”, and Ukpere (2009, p. 14) states that “it is 
imperative that a positive relationship should exist between a country’s economy, social 
and political order, and their labour relationship.”  It is, therefore, pertinent at this point to 
mention that this study delineated its focus on labour relations at workplace level, that 
is, interaction between employer and employees at the advent of globalisation. 
 
The reviewed literature shows that globalisation influenced workplace labour relations, 
and the actions of the actors in several ways, as outlined below.  
 
 Whiteley (2004) notes that unions and worker’s committee representatives 






 Gwisai (2006) mentions that worker’s committees increased their participation in 
negotiations.  
 
 Skorupinska (2014) argues that globalisation increased employee cooperation, 
and caused union membership to decline. 
 
 Kelly (2015) claims that globalisation led to the decline of union involvement at 
workplaces, and increased workplace interactions between worker’s committees 
and employers. 
  
For this study, in particular, interpretation of participants’ responses yielded two major 
composites, and the researcher believes that these two factors envisage the 
characteristics and nature of Zimbabwe’s labour relations at the advent of globalisation.  
The emerging concepts are (1) employee participation, and (2) the perpetuation of 
inherent antagonism.   
 
Regarding employee participation, the research findings agreed with the reviewed 
literature, demonstrating that because of liberalisation of the labour market and 
industrial democracy, employees and their unions have changed from a radical labour 
relations approach to a more collaborative and interactive approach, characterised by 
high employee involvement in dialogue, and involvement in decision-making. In this 
regard, one participant, a seasoned trade unionist, noted: 
 
 “I changed my approach from radicalism to a social democratic platform 
where I believed that the two opposite systems should co-exist and come 
together and collectively look into issues affecting them. This concept 
influenced co-determination in Germany where employees participated in 
coming up with solutions to problems” (Kuda Transcript, 12 June 2019, p.3). 
 
Indicative of this finding, Sachikonye and Rafttopoulos (2018) declare that the impact of 
global changes in production affected changes in labour relations significantly, and 




continued to depreciate. Bendix (2007) states that the involvement of workers in issues 
that affect them is on the rise, and it helps to build solidarity with employees, creating a 
sense of belonging, and trust in the company. Employers have come to realise the 
importance of building sound labour relations through employee involvement, while a 
study participant, a human resources manager, elucidated the importance of employee 
participation by noting:   
 
“Employers have come to a realisation that employee participation is key to 
productivity. Collective bargaining and employee involvement have now 
improved which have made workplace relations better in the sense that the 
parties collectively discuss issues affecting them” (Simba Transcript, 7 August 
2019, p.3). 
 
In addition, this study found that in organisations that depend on out-sourcing, labour 
broking and special economic zones, unions and worker’s committees do not even 
exist.  
 
“If you look at the relationship, there is a shift currently in this issue of worker’s 
committees. In the telecoms industry and NGOs employee representations do not 
matter, in some cases they do not exist. The company in which you are doing an 
interview now, we do not have a worker’s committee. If any, the employees will 
have to do it at the broker’s offices or at the premises of the out-sourced company” 
(Mark Transcript, 10 August 2019, p. 4). 
 
A similar concept exists in special economic zones, as one of the research participants 
revealed: 
 
The company applied for an interdict to bar the union from representing employees 
in Beitbridge (Ryan Transcript, 14 July 2019 p.2). 
 
In view of the foregoing, employees, their representatives, and unions find themselves 




instead of growth and influence. Thus, under globalisation, unions and their workers 
opted to collaborate with their employers rather than to use confrontation to ensure their 
continued existence (Brione & Nicholson, 2012).  
 
In respect of the perpetuation of inherent antagonism, the study’s research findings 
illustrate that globalisation further widened the gap between employees’ needs and 
employers’ investment aims, thus amplifying the strife and mistrust that already existed 
in labour relations. What lies at the centre of this finding is the long-established 
opposition of capital to labour propagated by world market demands, global competition, 
FDIs, and the ease of doing business mantra. This was enunciated in several 
participants’ remarks, and few examples are shown below.  
 
“The relations are strained... There is no trust and sense of belonging, which 
affect production and employers usually loose experienced employees. There 
are more negatives as compared to positives in labour relations because of 
globalisation” (Ryan Transcript, 14 July 2019 p. 3). 
   
“It takes forever for Zimbabwe to align its laws with changing trends and as 
such employers and employees are always in disputes. Employers mainly are 
concerned with production whilst employees would feel that the changes 
occasioned by globalisation are unfair...” (Tracy Transcript, 14 July 2019, p. 3). 
 
“Both parties are not satisfied. Employers think the current labour relations 
favour employees while employees feel that it favours the employer” (Lucia 
Transcript, 10 September 2019, p. 2). 
 
These findings enjoy considerable support from the reviewed literature. Exenberger and 
Hartmann’s (2007, p. 1) evidence on the Democratic Republic of Congo support the 
current study’s findings, as they postulate that “the Congo is one of the best examples 
of negative consequences of world market integration,” and conclude that globalisation 




study by Utpal and Pragya (2014) at the Suzuki Motor Plant in India held that 
globalisation was responsible for labour troubles, involving violent protests that led to 
the killing of the company’s human resources manager, closure of the plant for more 
than a month, and the dismissal of more than 500 employees.   
 
When bringing these two findings together (employee participation and the perpetuation 
of inherent antagonism), it is evident from both the findings and the reviewed literature 
that employer-employee relations are not evenly balanced in Zimbabwe. Hence, one 
participant said: “The social war is of power dynamics. The employer has power backed 
by resources...at the end the one with resources is the most powerful and government 
listen to employers for need of FDI” (Jacob Transcript, 27 June 2019, p. 4). This relates 
to the fact that employers enjoy considerable control over employees. Either the 
employees capitulate and collaborate with employers through participation, or they 
oppose forces of globalisation seriously, and suffer the consequences of dismissals, 
lockout, and none-renewal of contracts of employment. In his discourse, one participant 
narrated these issues by saying the following:  
 
“In some cases, the employees’ contracts were terminated on three months’ notice 
and were reengaged on new contracts as fixed term contracts. Most of the 
employees we have in industries currently are predominately contract employees 
on fixed term contracts who do not have job security” (Ryan Transcript, 14 July 
2019, p.4) 
 
In a similar vein, another participant noted: “If there are any problems from the 
outsourced company, we simply terminated the contract and engaged another service 
provider” (Mark Transcript, 10 August 2019, p. 3). 
 
Considering all these challenges, it is pertinent to proffer possible solutions to the 
globalisation conundrum. The next section discusses findings on possible mechanisms, 







6.2.5. Mitigating the adverse impact of globalisation  
 
One of this study’s objectives was to suggest mechanisms that mitigate the adverse 
impact of globalisation on labour relations in Zimbabwe. In the context of this study, 
when one considers the state of prevailing labour relations in Zimbabwe, enunciated in 
the preceding section, it is quite evident that the negative effects of globalisation are 
more acute and pronounced than the positives. Bluestone and Harrison (1982, p. 170) 
lament that “...all the strategic innovations devised by multinational companies play off 
one group of workers against another...have become standard operating procedure in 
the global economy.” Bhagwati (1995, p.46) adds by stating that “...the bargaining 
power of employers have increased compared to employees, because employers can 
increasingly say in a global economy that they will pack their bags and leave.” 
Macdonald (1997) argues that globalisation has fundamentally changed and eroded 
current labour relations arrangements, and disturbed the status quo between capital 
and labour in each country.  
 
Hence, it is of uttermost importance to proffer possible mitigating suggestions to 
address challenges that globalisation poses. In this quest, the current study identified 
four methods, namely: (1) contextualisation of globalisation; (2) training and education; 
(3) employee involvement; and (4) dialoguing and communication as possible remedies 
that can be used to address the adverse effects of globalisation on labour relations in 
Zimbabwe.  
 
Much of the literature, which cover ways to mitigate the effects of globalisation devoted 
effort to explain the need for “adaptation”, and advocated a reliance on “internal and 
external benchmarking to establish and maintain best practices, and emphasised on 
organisational learning” (MacDonald, 1997, p. 8). In addition, evidence from the 




stronger employee commitment and building closer relations between managers and 
employers in the face of globalisation challenges. 
 
6.2.5.1. Putting globalisation into context  
 
Instead of “adaptation,” this study came up with “contextualisation of globalisation.” In 
general, these concepts appear similar, but have significant differences. The Cambridge 
Online Dictionary (2020) defines adaptation to mean “the process of changing to suit 
different conditions”, and the Thesaurus uses words like “acclimatize; acculturate; 
chameleon; keep up as similes for the concept.” Conversely, “contextualise” is defined 
as “to consider something in its framework”, and the Thesaurus provides words like, 
“context; interconnection; interrelate; applicable; associated) as similes for it.” It may, 
therefore, be argued that “adaptation” employers and employees play along and follow 
the tidal waves of globalisation with little resistance, finding ways to adapt to the 
changes. In “contextualising globalisation” an in-depth assessment is done regarding 
global factors that affect the parties, and a conscious decision is made either to play 
along or to contextualise globalisation by using policies, legislation, and codes of 
conduct, among others.   
 
Gaston (2002) provides an example of how unions/workers deal with the challenges of 
outsourcing and labour broking by joining forces and negotiating as a single unit, which 
he argues avoided employers from playing off one group of employees against another. 
This is one example of contextualising globalisation. The author further suggests that 
unions should assess the situation and complement one another in environments, 
where multinational companies are strong and focus more on wage-oriented bargaining 
than confrontation. However, in situations where employers operate in oligopolistic 
environments, unions achieve several benefits if they bargain separately rather than 
collectively. Sachikonye and Raftopoulos (2018) also found that at industrial and 
national level, promulgation of legislation against the backdrop of transnational 
companies, which increasingly threaten to outsource jobs, proved challenging and led to 




councils. Reviewed literature is, therefore, in agreement with the study’s research 
findings, where participants suggested increased use of workplace negotiations as 
opposed to industrial and national negotiations in Zimbabwe. In this regard, one 
participant noted: “I always encourage dialogue. That is the only thing that will work. 
Transparent communication and use of the works councils to discuss issues freely that 
affect each part makes it easy to mutually address differences” (Tracy Transcript,14 July 
2019, p. 3).  
 
Although the study’s participants did not explicitly refer to the term contextualisation of 
globalisation, they demonstrated that it is pertinent for both employers and employees in 
Zimbabwe to consider factors of globalisation that impact the nation’s labour relations, 
and then to establish policies and strategies to address the global changes. One of the 
participants stated: 
 
“In Zimbabwe ...there is need to assess closely the global trends and we do not 
need to adopt them as they are but assess and come up with a hybrid of what 
suits us. Unfortunately, we are adopting everything even if it is not relevant and 
without capacity. Government should correctly interpret these global trends and 
not to put unnecessary pressure on employers and employees” (Ray Transcript, 
14 July 2019, p. 4). 
 
The United Nations Secretary-General supports the above findings, as he argued: “All 
countries certainly need policies and institutions that are flexible and tailored to their 
changing domestic and external circumstances and their individual challenges (Ki-
moon, 2008, p.12). The study demonstrates clearly that Zimbabwean employers and 
their employees need to contextualise globalisation, as such commitment is more 
important to absolve the adverse impact of globalisation on labour relations in 
Zimbabwe. 
 





Macdonald (1997) identifies “organisational learning” as another remedy towards 
mitigating the adverse impact of globalisation, and this current study’s findings termed it 
“training and education.” One participant suggested: “There is need to educate parties 
at the workplace level that the challenges are not caused by employers or employees 
but are coming from a macro level and international external factors. Employee 
involvement and training should take centre stage” (Jacob Transcript, 27 June 2019 p. 
5). Wallace (1998) defines organisational learning to be organisational improvement 
over time, made necessary through experiences and transferring learnt knowledge 
within the organisation. Training refers to learning by doing, and it involves imparting 
new skills to employees, whilst education is characterized by learning, aimed at 
acquiring knowledge about facts, concepts, values and beliefs, among other things 
(Ashton & Green, 1996). What is, therefore, imperative in this scenario is that both 
training and education fall under learning, but they go further by not focusing on 
organisational-based learning alone, but new knowledge from both the external 
environment and past organisational experiences. 
 
Participants in this study suggested learning areas that are critical to deal with 
globalisation for the benefit of both employees and employers in Zimbabwe. Examples 
suggested included skills development for employees to adapt to new technology 
through “exposure of some employees to global trends...by sending them to sister 
companies in other countries...and use of exchange programs”, namely transnational 
companies (Jacob Transcript, 27 June 2019, p. 5). 
 
 
Furthermore, the study’s research findings urged Zimbabwean companies to make use 
of conferences, international symposiums, and case studies to educate managers and 
employees on global trends and emerging concepts in labour relations, and new 
legislated provisions. Ashton and Green (1996) maintain that at the advent of 
globalisation, many firms embarked on training their managerial personnel and 
employees whose skills were in short supply as means to upskill them within the context 




appeared that these efforts resided mainly with management, since the study’s research 
findings revealed that in Zimbabwe employees lagged behind in this respect, as many 
times they were not aware of contemporary factors in labour relations and legislation. In 
deed, one participant, a unionist, noted that their trade union identified this gap and 
came up with education and training for its members through lessons, magazines, and 
newsletters to equip them with necessary basic information regarding globalisation. He 
stated: “We have invested a lot in training and education on what is globalisation, what 
is labour market flexibility, casualization of labour, fixed-term contracts etc.” (Ryan 
Transcript, 14 July 2014, p. 6). 
     
Another participant concurred, as she suggested using training and development of 
employees as an important method aimed at “equipping employees to be able to 
respond to changes (posed by globalisation) so that they become learners rather than 
victims to what is happening around them” (Lucia Transcript, 10 September 2019, p. 4). 
  
6.2.5.3. Employee involvement 
 
Involving employees in decision-making and participation in workplace labour relations 
emerged as a significant alternative from research findings to mitigate conflicts that 
arise in Zimbabwe between employers and employees because of globalisation. A good 
example of employee involvement is the suggestion from one of the participants who 
noted: 
 
“We also use high-level employee involvement. We have taught our employees 
and worker representatives that for all listed plethora of problems they have they 
should also have a proposed list of solutions which should be in line with the 
business values and principles” (Jacob Transcript, 27 June 2019 p. 5).  
 
Similarly, the reviewed literature is abounding with evidence that support this finding. 
Bendix (2006, p. 654) claims that the increasing dynamic influence of globalisation also 




two actors in labour relations, “where labour relationship came to be viewed as.... a 
socioeconomic partnership, where both parties had equal rights, and decision making is 
shared.” Brione and Nicholson (2012) identify full employee involvement and 
partial/pseudo involvement. In full involvement, employer and employee discussions are 
reduced to collective bargaining agreements that are binding on both parties, whereas 
in partial participation there is more consulting with employees rather than seeking 
binding agreements.  
 
That said, Bendix (2007) argues that any form of employee involvement is essential, 
since it limits the employer’s unilateral authority and absolute right to decision making. 
Employee involvement and participation is essential to build good labour relations, as it 
reduces disputes, and employees feel equally responsible to assist and work together 
with management to find solutions for common problems. A participant gave an example 
of how employee involvement worked in Zimbabwe through establishment of employee 
support and buy-in regarding installation of automation in their production plant and 
biometric registration system, which led to employees being retrenched. He said in this 
respect:  
 
“We introduced artificial intelligence in our automation systems and our employees 
were well informed of the new changes. Even when we introduced the biometrics 
system, we engaged employees and educated them on how it works... When 
employers adopt new trends in technology it should not come as a surprise to 
them. Communication and collective action is the only way to go if there is to be 
successful managing of challenges posed by globalisation” (Ray Transcript, 14 
July 2019, p. 4). 
 
6.2.5.4. Dialogue and communication 
 
Social dialogue refers to all forms of negotiation between or among representatives of 
tripartite partners (government, business and labour), or it can be bipartite (that is, 




the current study noted that: “Employers and employees should always negotiate in 
good faith, taking into account the interest of both parties in order to achieve 
harmonious employment relations” (Lucia Transcript, 10 September 2019, p.3). It further 
identified three forums in which social dialogue can take place in Zimbabwe, namely: (1) 
national level (tripartite negotiating forum involving government, labour and business); 
(2) industry level (National Employment Council – unions and employer’s associations); 
and (3) workplace level (works councils – management and workers committee). The 
study’s research findings suggest that instead of focusing only on wages and conditions 
of service, these forums were encouraged to discuss common issues that affect the 
labour market such as globalisation, and to establish policies and measures to address 
the challenges. Indeed, one participant explained: 
 
“Collective bargaining agreements should conform to policies introduced by 
government...There is need to educate the employers and employees to ensure 
that policies are well known by both parties for industrial harmony. Labour market 
flexibility and liberalisation of the market should be properly contained in the laws” 
(Ryan Transcript, 14 July 2019, p. 5). 
 
The Labour Economic Development Research Institute Zimbabwe (2008) supports 
these research findings, arguing that the ILO advocated for the concept of social 
dialogue as a means to address globalisation through its “Decent Work Agenda,” which 
sought to introduce reforms, and to redress the ills of globalisation on the labour market. 
However, this initiative failed in Zimbabwe owing to a lack of seriousness on both 
bipartite and tripartite partners to implement these initiatives through social dialogue 
forums. Mucnk (2002) appears to be more sceptical, pointing out that failure was owing 
to the ILO’s weakness to drive social dialogue in member states compared to its trio 
sisters of global governance, namely the World Trade Organisation (WTO), World Bank 
and IMF. As Standing (2008) states, the Decent Work Agenda became “utopian in the 
sense that it is premised on a myths of social harmony, which even in the imperial 
heartlands was not even real. Even so we might ask whether Decent Work could play a 





Despite implementation failure, it could be argued that the Decent Work Agenda, 
defined by the ILO (2016) as a move towards productive work, fair incomes, job 
security, freedom for employees to express concerns, and the right to organise and 
participate in decisions that affect their lives, remain the greatest hope to address the 
adverse effects of globalisation in Zimbabwe. Theoretically, social dialogue remains one 
of the optimistic arsenals that can be used to mitigate the effects of globalisation in 
Zimbabwe’s labour relations.  
 
Though some form of social dialogue is prevalent in Zimbabwe, the anticipation towards 
decisive breakthrough seems farfetched. The researcher believes that globalisation is 
dynamic, complex and ever-evolving, hence both business and labour are not sure 
where the wave will leave them. Hence, commitment to certain overtures emerging from 
social dialogue is increasingly difficult. It has, therefore, become increasingly important 
to understand the complexity of globalisation, and the weight that it imposes on workers 
and their organisations in Zimbabwe. This conundrum can be unpacked through a 
holistic model that explains this complexity, hence the research study’s proposed 
Integrated labour relations conceptual framework, discussed and explained in detail in 
Chapter 7. Meanwhile.  
 
6.3. Chapter summary 
 
This chapter provided a holistic discussion of the research study’s findings in line with 
the research objectives on globalisation and its impact on labour legislation, affirmative 
action, and labour relations by weaving together participants’ experiences reported in 
the research findings under Chapter 5, and corroborated with evidence from the 
reviewed literature. Research evidence used to link research findings and literature 
helped to validate this research (Creswell, 2014). In an effort to achieve this, the 





 Supporting research findings – evidence from the literature supported the 
findings of this study. In cases where the research findings were not supported 
by the literature, such departure from the current body of knowledge was 
discussed and explained; 
 
 Identifying the role of globalisation to influence dependent variables – the 
current research study’s findings identified specific agents of globalisation, and 
the role played by each driver of globalisation, thus answering the objectives of 
this study, whilst linking the findings to the literature. Four drivers of globalisation, 
namely (1) the ILO; (2) transnational companies; (3) the FDI; and (4) Special 
Economic Zones were identified and discussed in relation to extant literature;  
 
 Identifying the resultant nature of labour relations owing to globalisation – 
here focus was on the nature of labour relations that currently prevail in 
Zimbabwe, as reported by participants because of the impact of globalisation. As 
read from the findings, the impact of globalisation on labour legislation and 
affirmative action ultimately also contributed to the nature of labour relations; and  
 
 Identifying mechanisms to mitigate the negative impact of globalisation – 
the discussion developed into assessing the research participants’ views on 
possible measures that could be used to address the challenges of globalisation. 
Four possible remedies, namely (1) contextualising globalisation, (2) training and 
education, (3) employee involvement, and (4) dialogue and communication were 
identified, while the reviewed literature supported each.  
 














Extensive efforts were committed to this study, spanning about four years from the 
beginning to the final product. It focused on globalisation and its impact on labour 
legislation, affirmative action, and labour relations in Zimbabwe. Extant literature on the 
impact of globalisation focused mainly on factors of the labour market at a macro level, 
leaving gaps regarding its impact on workplace relations between employers and 
employees. This study, therefore, took the form of a phenomenological research 
strategy in an endeavour to understand the experiences of employers and employees 
regarding the phenomenon at workplace level. Data was collected from a total of 14 
participants in the form of 12 interviews, two memoirs, and researcher field notes. Data 
analysis and interpretation revealed several codes that eventually culminated in six 
themes that answered the study’s research questions, providing a clearer 
understanding of the phenomenon. This final chapter discusses recommendations 
based on the study, suggestions for future research, and ends with the study’s 
conclusion. 
 
7.2. Summary of findings  
 
This study offered an alternative perspective to the study of globalisation by narrowing 
its focus on the impact of globalisation at workplace level, as it sought to understand the 
experiences of employers and employees regarding this phenomenon. The approach 
used in this study is unique, since it first identified the impact of globalisation on both 
employers and employees in Zimbabwe, and outlined, using a narrative approach, the 




the structure of labour legislation is influenced by globalisation through its agents, 
namely the ILO, transnational corporations, the FDI, and Special Economic Zones. Its 
impact has both positive and negative effects on employees and employers, with the 
negatives more pronounced on employees. The study further identified that affirmative 
action legislation in the Zimbabwean Labour Act emerged as a way to compact 
workplace discrimination, where the ILO has already played an influential role through 
its conventions. 
 
Secondly, the study synthesised the narrative, and identified the nature of labour 
relations that prevail in Zimbabwe. The nature of Zimbabwe’s labour relations at 
workplace level is dualistic in nature featuring (1) a relationship that is collaborative, 
allowing for employee participation/democracy, and (2) the perpetuation of inherent 
antagonism between employers and employees, prompting one participant to remark: 
“For me it’s a bitter-sweet feeling. Bitter because of such things as lack of job security 
and sweet because there are ways of engaging the employer through collective 
bargaining and remedies to unfair labour practices” (Lucia, Transcript, p. 3. 10 
September 2019).   
 
Thirdly, in a more practical manner, the study proffered possible alternatives to 
ameliorate the challenges of globalisation at workplace level. It was suggested that 
changes brought about by globalisation should be placed into the Zimbabwean context, 
and that dialogue and effective communication should be extensively used in 
Zimbabwean workplaces between employers and their employees in order to find 
common ground to deal with the challenges of globalisation. Further suggestions 
highlighted that education, training and the involvement of employees in issues 
pertaining to globalisation challenges, is essential for good labour relations to prevail, 
and to establish success in dealing with the negative impact of globalisation in 
Zimbabwe’s workplaces. The next section outlines a plethora of recommendations 








Globalisation has become a dominant issue in work organisations and quite unpopular 
amongst employees because of changes that it occasioned such as deregulation, 
liberalisation and the casualization of labour, retrenchments, downsizing, rightsizing, 
and mergers and acquisitions. The negative impact of globalisation on employees and 
employers in Zimbabwe’s labour relations showed that when it relates to employees, the 
negatives outweigh the positives, thus creating a significant unfairness and exploitation 
of employees that require correction. It is the duty of companies and their managers to 
ensure that the work environment, the job, and relations within the workplace create a 
stable labour relations environment.  Ukpere (2011, p. 93) suggests that there is a need 
to move “towards building of a more inclusive and fairer globalisation that could 
ameliorate the plight of global workers, while promoting industrial democracy for the 
benefit of humanity.” Hence, the study’s recommendations are necessary to assist 
Zimbabwe’s organisations, investors and managers to develop better human resource 
policies and organisational strategies owing, and in response to, the advent of 
globalisation. In other words, it is the role of management to contextualise the 
globalisation puzzle, establish a balance between employee needs and organisational 
goals, and ensure that workers’ exploitation owing to globalisation is minimised in 
Zimbabwe’s workplaces. In this respect, the recommendations below are worth 
pondering.   
 
7.3.1. Willingness to build a collaborative labour relations culture 
 
There is a need for employers and employees to constantly assess the challenges 
posed by globalisation in Zimbabwe, and to make organisational introspections 
regarding the nature of labour relations that prevail at their respective workplaces 
because of the impact of globalisation factors. It is pertinent to figure out whether 
existing labour relations in an organisation is one of predominant strife, or one that 
collaborates with workers. The burden regarding the nature of labour relations prevailing 




are the ones who design workplace policies, procedures and human resource manuals.  
Employers’ perceptions, behaviours, and attitudes should indicate that they are ready to 
work with employees to find solutions to challenges that globalisation poses on 
employer-employee workplace relations. Employers should desist from constructing 
policies that adversely affect employees’ welfare, whilst forcing them on employees 
without prior information or education on such changes; rather, consultative efforts 
should be made, and employees should be informed of major changes to ensure that 
there is less strife. 
 
Unions and employees, just like their employers, are also accountable for the ensuing 
labour relations culture at their respective workplaces. In fact, each work environment 
faces different challenges, and there is no single prescription to deal with such 
challenges. The behaviour and attitude of unions and employee representatives 
towards issues arising from globalisation, which affect the workplace, prompt them to 
either collaborate or conflict with their employer. Both employers and employees should 
be committed towards building a positive labour relations culture through collective 




7.3.2. Institution of industrial democracy at all workplaces 
 
Each Zimbabwean workplace comprise basics that build the main ethos of a sound 
labour relations environment by affording employee participation through worker’s 
committees, collective bargaining, and involving employees in discussing challenges 
that globalisation poses, and to collectively work with them to find solutions. For 
example, it is not only unfair, but unethical for employees to become aware after a 
merger has already been negotiated that their company no longer exists, and that the 
take-over company will have its own employees, leaving them without clarity in respect 
of their current jobs. Companies in Zimbabwe that are involved with outsourcing, labour 




rights such as employee representation through worker’s committees to ensure that 
employee concerns reach management.   
 
Workplace democracy is a fundamental employee right, regardless of whether or not an 
organisation operates under a special economic zone, or uses outsourcing or not, as 
such global rights are absolute to the extent that an employee should enjoy them. 
According to Zimbabwe’s Labour Act, employees should be able to advise their 
employers regarding unsafe workplaces, health-threatening work environments and any 
other work related issues that affect them through a worker’s committee. The 
Zimbabwean government, through its Ministry of Labour, should, therefore, investigate 
these emerging issues and ensure that all workplaces in Zimbabwe comply with the 
basic dictates of the Labour Act.  
 
7.3.3. A need to educate and train employees and managers alike on 
globalisation dynamics 
 
There is need for more awareness, as well as constructive training and education 
programs regarding globalisation, where both employers and employees are trained 
and informed about major global changes that affect the world of work. Employers 
should not only educate their managers and leave the employees outside the matrix; 
instead, where necessary and applicable, both parties should receive similar educative 
information, especially in the interpretation of new laws and global phenomenon. This 
can assist more collaborative interaction between the managers and worker 
representatives at workplace level when dealing with such issues, as they try to find 
solutions to the challenges. It also helps to ensure that employees and their 








7.3.4. A need to contextualise globalisation factors  
  
Since the impact of globalisation on labour legislation, affirmative action and labour 
relations have been outlined, and the phenomenon clearly explained in a narrative 
manner, culminating in compacting the concepts into a theoretical model, it is now 
possible for employees and trade unions to identify and understand the effects of 
globalisation at workplace level in the Zimbabwean context. Transnational companies 
operating in Zimbabwe should handle globalisation dynamics in the context of the 
Zimbabwean environment in line with the country’s laws, culture, norms and values. 
Company policies copied from the head-offices of transnational companies abroad 
should not be implemented in Zimbabwe’s context without assessing their applicability 
in terms of the country’s laws, economics, politics and social factors.   
 
Similarly, Zimbabwe should not blindly implement recommendations from the globalisers 
without projecting the possible impact on its labour relations, and perhaps the 
misalignment of such new prescriptions to the Zimbabwean Labour Act. A good example 
is the establishment of special economic zones, which this study found to breach the 
Labour Act in every respect, leading to employee exploitation.  There is a need to work 
towards ensuring that current employees in Zimbabwe’s labour market, who are not 
covered by the bulk of the provisions in the Labour Act, are incorporated through 
crafting of new provisos that cover outsourcing, labour brokering, as well as fixed-term 
and casual contracts in Zimbabwe’s Labour Act.  
 
7.3.5. A need for informed representation from unions/worker 
representatives rather than radicalism  
 
Globalisation has left a big mark on labour relations by introducing concepts such as 
workplace democracy and worker rights. Similarly, it has also unleashed quite a 
sophisticated work environment; one of automation, global competition, ease of doing 
business conditions, investor superiority, and dominance of capitalism, which have left 




This study’s findings showed that the negative impacts of globalisation on employees 
are more pronounced than the positives that it occasioned. Since unions and 
employees in Zimbabwe are now well informed of this uneven ground, they should, 
therefore, gather as much information and knowledge as possible on all aspects of 
interest in order to establish their facts and arguments, affording them a better chance 
at better workplace deals with their employers. Gone are the days where worker 
representation was appointed in terms of one’s arrogance or antagonism with 
management, since the contemporary work environment requires a more constructively 
contributing and convincingly arguing employee to negotiate and match with mostly 
well-qualified, experienced management teams,  representing employers at the 
negotiating table.  
 
7.3.6. Government and mministry responsible for labour administration to 
work closely with employers and unions 
 
Although this study delineated its focus on employer-employee relations, the research 
findings showed that government is responsible for regulating the workplace through 
national labour laws. Furthermore, both employers and employees were not satisfied 
with the current labour legislation and concerns regarding retrenchment regulations, 
maternity provisions, collective job action, and job insecurity. The Zimbabwean 
government, through its Ministry of Labour, is encouraged to consult with employers and 
employees to ensure that promulgated laws fit in the context of Zimbabwean 
workplaces, and address issues that affect parties at workplace level.  
 
In fact, to show the necessity of extensive consultation before implementing any legal 
provision, on 27 March 2020, the Zimbabwean government published the Statutory 
Instrument (S.I), 81 of 2020, Labour Relations (Specification of Minimum Wages) 
(Amendment) Notice, 2020 (No. 15), stipulating the return of minimum wages since this 
was outlawed in 1992. The practical impact of this new provision is yet to be 
established. However, theoretically, this new legislation has made redundant wages 




and national employment councils, whose duties include negotiating minimum wages 
and salary increments, were made superfluous. Perhaps the introduction of a minimum 
wage will also make wage negotiations suffer the same natural death like that of 
retrenchment negotiations in 2015, which became useless following promulgation of a 
default minimum retrenchment package.  
 
Although the promulgation of a minimum wage might have had good intentions and was 
perhaps inspired by workers’ current exploitations at the hands of employers who were 
not willing to adhere to ILO principles of fair globalisation and the decent work agenda, 
extensive consultation still lags behind, as this new law caught some employees and 
business by surprise. It is also debatable whether a minimum wage can effectively work 
in a hyper-inflationary environment, as government might be forced to announce new 
wages more frequently to chase inflation. The Zimbabwean government should, 
therefore, reconsider its approach towards global factors that affect labour relations in 
the workplace, and move towards genuinely include all stakeholders before 
promulgating major laws that have an ability to reconfigure the whole spectrum of labour 
relations in Zimbabwean workplaces. The next section presents a conceptual 
framework that synthesised this research study’s emerging concepts.    
 
7.3.7. Towards an integrated labour relations conceptual framework 
 
In view of the above-suggested six recommendations that pass specific obligations on 
employees, employers and government to work towards establishing good labour 
relations in Zimbabwe, the researcher further believes that parties can achieve this duty 
through collaborative effort and consideration of all factors that influence labour 
relations, including those from globalisers. Hence, the researcher recommends the 
conceptualisation of labour relations from a broader perspective through 
accommodating all factors that influence workplace relations. The researcher purports 
that labour relations is not merely a simple process of legislating the work environment, 
and neither is it a natural process of inputs and outputs in respect of relationships, but 




an internal, as well as external influence on employees and employers alike. All these 
unfold not in a vacuum, but in a global environment with state influence.  
 
Global and national factors permeate through the veil of organisation and union/workers’ 
perceptions and attitudes towards labour relations, and constantly influence parties’ 
perceptions. Both internal and external factors help to shape employers and employee’s 
opinions or positions, leading to certain behaviours towards labour relations. The 
resultant effect of the coming together of the parties’ perceptions and behaviours, driven 
by each party’s internal and external factors, culminate in a labour relations culture, 
which manifests in several ways (for example, conflict, collaboration, social dialogue, 
and others).  
 
It is recommended that if all actors in labour relations are acquainted with the 
cumbersome factors emerging from globalisation that impact labour relations, they may 
be able to handle the negative symptoms that manifest at workplace level, and build a 
conducive labour relations culture. Below is the proposed integrated labour relations 
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It is evident from the proposed framework above that the safety belt securing sound 
labour relations in the workplace rests mainly with the behaviour of employers and their 
employees. The influence of globalisation, as already demonstrated by the study’s 
research findings and the reviewed literature, is that it is like a ferocious wave that cuts 
through nation states, leading to the formulation of labour legislation and changes in 
government policy that affect employer-employee relations in the workplace. There is 
little that employers and employees can do to stop this wave; however, as suggested by 
the majority of the participants in this study, and supported by the literature, bipartite 
partners can at least moderate the impact of globalisation through positive behavioural 
traits such as exercising tolerance towards each other, engaging in social dialogue, and 
collaborating to deal with common challenges.  
 
The next section focuses on the study’s limitations.  
 
7.4. Research limitations 
 
This study had some noticeable shortcomings. The first limitation emanated from the 
research methodology. Participants were selected through purposeful sampling and 
snowballing, as the researcher wanted to attain subjects who had knowledge of, and 
experience with the phenomenon. Originally, the researcher sought to collect data 
through structured interviews and researcher field notes. The target sample was of 20 
participants, and hence compromised on the following issues: 
 
1. The finale sample comprised 14 participants, as five possible participants left the 
study. Their reasons were articulated in Chapter 5.; 
 
2. Of the 14 participants, 12 were interviewed and two opted to write memoirs. The 
researcher was left without option but to agree with this arrangement, although 
he realised that because of the two participants opting to write memoirs, he 
would be deprived of probing them further on issues that required follow-up 





The second limitation relates to the research scope, as the study only focused on 
workplace relations between the employer and employees, thus leaving out 
government, a major stakeholder in labour relations. Hence, including research 
participants from government to share their experiences regarding the phenomenon, 
seemed necessary. Employer and employee participants only might have led to a 
limited viewpoint regarding the phenomenon. In fact, participants’ narratives that 
involved government could neither be rebated nor confirmed because there were no 
participants from government represented. 
 
The implications and research limitations identified in this study are a direct inspiration 
to possibilities of future research. Hence, the next section suggests possible areas of 
further research. 
 
7.5. Suggestions for future research 
 
The outcome of this study and its shortcomings should inspire future research. Firstly, it 
is imperative to study the efficacy of (1) training and education, (2) contextualisation of 
globalisation, (3) employee involvement, and (4) dialogue and communication as 
mechanisms to ameliorate the adverse impact of globalisation at workplace level in 
Zimbabwe. Furthermore, one may also need to test the study’s proposed integrated 
labour relations conceptual framework as a competent model that explains the 
phenomenon of globalisation and labour relations at workplace level in the Zimbabwean 
context. Globalisation is dynamic and evolving, thus continuous study in this field is 
critical to keep track, and to continuously update these changes as they happen. For 
example, as the author was penning this chapter, government released a drastic labour 
legislation change in the form of minimum wages. It would be interesting for future 
research to study this concept, as it relates to globalisation. This legislative change 
cannot be one of the country’s simple panoply of labour legislative changes, but rather 






This study focused only on Zimbabwean managers and worker representatives. It might 
be fascinating to see how results from other countries would compare to the findings of 
this study, should the study be replicated elsewhere internationally. Furthermore, as 
demonstrated by the study’s shortcomings, future research should consider adding 
government representatives in order to capture holistic experiences from all actors 
within labour relations.   
 
7.6. From the beginning to the end     
 
           The complexity of globalisation is that on the one hand it received praises for inspiring 
rapid development and change in the world to the extent of being viewed as “a 
worldwide remedy for worldwide problems” (Ukpere, 2011, p. 88), whilst conversely, 
unions and employees viewed it with pessimism, and this situation had always 
fascinated the researcher. In fact, a number of scholars contend that the negative 
influence of globalisation on human resources outweigh the positives (Ukpere & 
Slabbert, 2007); some say labour unionism continued to weaken (Went, 2000); while 
others claim that since globalisation workers have experienced the worst exploitation 
(Martin & Schumann, 1997). This complexity attracted the researcher’s attention to 
probe the phenomenon at workplace level. By navigating the existing body of literature, 
the researcher’s original interest was synthesised into a research topic aimed at 
understanding the phenomenon from the viewpoint of the labour relations actors at 
workplace level. Perhaps an outline of the researcher’s journey of this study from the 
beginning might help the readers to appreciate this study even more. 
 
7.6.1. My research journey  
 
At this stage, I shall in brief highlight insights about the genesis of this research journey, 
and the path followed to its end by unearthing only major behind the scenes decisions, 
which I took during the study. As Henwood (1996) argues, by making critical decisions 




credibility, and fulfil a principle requirement of reflexivity in qualitative research. Although 
I believe that reflexivity was rigorously adhered to throughout the course of this study, 
and sufficiently covered in Chapter 4, I feel obliged to highlight to the reader certain 
critical aspects that were not possible to include either in Chapter 4 or Chapter 5.    
 
7.6.1.1. Setting of the stage 
 
I have always wanted to be a qualified doctor in the field of industrial psychology or 
employment relations. I started to work towards achieving this as far back as 2014, after 
completing a Master’s degree in Occupational Psychology. My mind was made up: “I 
wanted to study the concept of globalisation, and its impact on workplace relations”. 
After several attempts, I finally enrolled for a Doctor of Philosophy (PhD) in 2016. This 
marked the beginning of my PhD journey. I immediately commenced working on the 
research proposal for admittance, as it was a prerequisite. The study school held in 
February 2016 helped a lot to equip me with the basic skills to enable me to navigate 
my path.  
 
Nonetheless, as I was soon to realise, more work, effort and time were required to 
enable me to pull through, ‘come out of the woods’, and present a PhD research topic 
before the university deadline. Setting the stage by way of coming up with a coherent 
researchable PhD topic was the most difficult part of my research journey. When I 
completed my Honour’s degree and subsequently my Master’s degree, both 
dissertations followed quantitative designs. I had always been a positivist. Now I had 
changed my style owing to the nature of the phenomenon that I intended to study. 
Following an interpretivist approach was not an easy path. I had never experienced 
qualitative research, let alone a phenomenological research design. There were a 
number of times when I thought of giving up on pursuing my studies, as the thoughts, 
concepts and methodology were just not gelling. More extensive reading became 
routine, and it was only after a couple of travels between Harare and Johannesburg, 




managed to come up with the research topic and submitted it in November 2016 just 
before closure of submissions.  
 
To my surprise and excitement, the research proposal was accepted without requiring 
any conceptual changes to the research topic or framework of the study. Professor 
Ukpere advised me to proceed with the studies immediately, whilst I also worked on 
converting the research proposal into the study’s Chapter 1.  
 
7.6.1.2. The research period 
 
Immediately after signing the supervisor and student agreement with Professor Ukpere, 
formalising our relationship, he advised me to complete each chapter in a systematic 
format. The research period was standard with continuous communication with my 
research leader. Everything went well from Chapter 1 to Chapter 4. However, when I 
started to gather data in the field, I began to encounter a considerable number of 
challenges. These forced me to make deliberate decisions, which caused a slight 
departure from the planned research method, which subsequently led to methodological 
adjustments on the data gathering instruments. 
 
I was forced to allow certain participants to use research memoirs, recording their 
experiences of the phenomenon by writing instead of participating in face-to-face 
interviews. Of the six participants who elected to write memoirs, only two wrote and 
submitted, whilst the others failed to honour their commitment. After consultation with 
my research leader, I was advised to adopt the use of memoirs and acknowledge their 
shortcomings that made it impossible for me to seek clarity on ambiguous answers or to 
follow-up on a developing story.  
 
Furthermore, in my original method I had opted to gather data from a sample of 20 
participants. However, in the end, I decided to use a sample of 14, as it proved difficult 
to get participants to contribute to this study, as some never turned up for a scheduled 




would highlight that the questions were too technical, and that they needed time to 
research. I disqualified such participants from contributing to the study because I 
wanted participants to narrate their experiences and not to research the phenomenon 
first, and then give opinions from other sources. Thus, the findings of this study are a 
complete reflection of the views of the participants. The entire study from beginning to 




  As the curtain comes down on this study, it is pertinent to wrap up this academic journey 
by citing emerging issues. In fact, one writer whilst acknowledging the need for 
reflection after a journey, noted: “It is good to have an end to a journey, but it is the 
journey that matters, and more often than not at the end of it all, our exploring will be to 
arrive where we started.” The researcher’s objective, from the first step, was to make 
readers understand the impact of globalisation on labour legislation, affirmative action, 
and labour relations in Zimbabwe from the perspective of employers and employees. 
The statement of the research problem emerged from an assumption that labour 
relations has become highly complicated, as forces of globalisation continue to 
pressurise workplaces through technological evolutions and ever-changing ways of 
doing business, whilst Zimbabwean labour legislation is devoid of a foundational 
purpose, and has lagged behind international changes and reality. Consequently, the 
research objectives comprised a need to understand the impact of globalisation on 
labour legislation in Zimbabwe for both employers and employees. It further sought to 
understand the impact of globalisation on affirmative action policies/laws, and to 
establish the resultant nature of Zimbabwe’s labour relations. Chapter 1 covered the 
introduction, statement of the research problem, and the research study’s objectives.   
 
Chapter 2 and Chapter 3, respectively, provided a literature review, firstly, on the 
impact of globalisation on labour legislation, and, secondly, on the impact of 
globalisation on affirmative action and labour relations. The review of extant literature 




understanding of the variables under study. These two chapters provided the reader 
with an in-depth historical background of the concepts, as they traced the development 
of Zimbabwe’s labour law, the factors that characterised Zimbabwe’s labour law, 
including but not limited to employee democracy, employment contract provisions, and 
the termination of employment contracts, retrenchment regulations and collective 
bargaining. Furthermore, review of existing literature managed to outline how 
globalisation motivated the formulation of affirmative action policies, either as a method 
by the state to cushion the impact of globalisation, or as a way to adhere to the 
International Labour Organisation’s standards in labour administration.  
 
In order to answer the research questions and objectives within the defined parameters 
of this thesis, a qualitative phenomenological research design was adopted, as detailed 
in Chapter 4. Triangulation was used to improve research credibility where data was 
gathered through face-to-face semi-structured interviews, participants’ memoirs, and 
researcher field notes. A purposive sample comprising 14 participants took part in the 
study, of whom 12 participated in face-to-face interviews. Two participants wrote their 
experiences of the phenomenon, whilst answering the semi-structured questionnaire. 
Reflexivity and bracketing were used to ensure that the researcher’s personal feelings 
did not influence the research outcomes. All ethics of research were observed by 
seeking participants’ informed consent and by ensuring confidentiality.  
 
Chapter 5 presented the research findings, whilst Chapter 6 discussed them in detail. 
The study identified four main drivers of globalisation in Zimbabwe, namely the ILO, 
transnational companies, the FDI, and Special Economic Zones. The impact of the ILO 
on labour legislation in Zimbabwe was observed to have brought about positive results 
for employees by influencing workplace democracy, employee rights, eradicating 
discrimination, and promoting fair labour practice. The other three drivers of 
globalisation showed positive benefits for employers, namely deregulation of 
employment laws, flexible contract of employment, and increases in casual 
employment, the introduction of subcontracting and outsourcing, and provision of 




special economic zones. The positives that globalisation occasioned for employers 
impacted employees negatively.   
 
Discussions in Chapter 6 concluded that the negative effects of globalisation were more 
acute for employees, compared to the positives that it brought. The findings further 
showed that globalisation was influential to the extent that affirmative action policies of 
employee empowerment and share ownership schemes failed in Zimbabwe because 
investors/employers resisted them. Employers controlled the labour relations landscape 
to an extent that employees/unions were left with no other option but to cooperate with 
their employers to ensure their continued existence. Generally, labour relations in 
Zimbabwe is one of mistrust and conflicts. Based on these research findings, the 
researcher concludes that globalisation has grievous negative effects on labour 
relations, with a debilitating impact on employees. Most of these common challenges 
may also be addressed by a plethora of mechanisms stemming from the current study, 
namely (1) contextualising globalisation, (2) training and education, (3) employee 
involvement and (4) dialogue and communication. Inspired by these four mechanisms, 
the researcher believes that it is quite possible to ameliorate the impact of globalisation, 
and is even more certain that sound labour relations can be established in Zimbabwe if 
actors within the labour relations conundrum ponder on the following recommendations, 
which have emerged from the study:    
 
 Willingness to build a collaborative labour relations culture; 
 Institution of workplace democracy at all workplaces; 
 A need to educate and train employees and managers alike on the dynamics of 
globalisation; 
 A need to contextualise globalisation factors;  
 A need for informed representation from unions/worker representatives rather 
than radicalism; and 
 Government and the ministry responsible for labour administration should work 





This thesis proposed an Integrated Labour Relations Conceptual Framework, which 
should provide readers with a broader perspective of labour relations, and all factors 
that influence employer-employee relations, not only from a national or company 
perspective, but from a global viewpoint too. If this proposal and other 
recommendations from the study are considered, the negative impact of globalisation 
on labour legislation, affirmative action, and labour relations might improve, and 
resultantly enhance employee dignity and sound labour relations in Zimbabwean 
workplaces. Indeed, at the end of this journey, the researcher has arrived where he 
began by showing the reader how globalisation impacts labour relations by showing that 
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 Annexure 6 – Mary’s interview transcript 
 
Interview with Participant 1 – HR director in the leather industry (Mary) 
Venue of interview: Harare 
Industry of person: Leather  
Job Title/Capacity: HR director (employer) 
Gender: Female 
Experience in the field: More than 30 years 
Q.1. What impact has globalisation had on labour legislation as it relates to employees in 
Zimbabwe? 
Interviewer: The first question is what impact has globalisation had on labour legislation in 
Zimbabwe. How has globalisation influenced workplace regulations related to employees 
specifically?  
Mary:  
Okay. You find out that certainly now that employees are living in the global village their 
demands are greatly influenced by what is happening elsewhere. So, in Zimbabwe you will 
realise that we had moved a step from 2009 when we moved out of the hyper-inflation period 
employees were looking forward to coming from this period to joining the global village. 
Unfortunately, from what happened between then and now they did not make progress at all. 
They were looking at matching wages with salaries elsewhere and unfortunately they are 20 
steps backwards. For example, trade unions who had made strides in empowering employees but 
because now they were forced into joining serious politics to move the political politics rather 
than concentrating on labour relations. So I would say much as globalisation could have 
influence employment relations, I can say they have been taken back. Now their focus is now not 
on conditions of service for employees but survival.  
 
Interviewer: You said that the unions are now focusing more on survival. The Zimbabwean laws 
allow for collective bargaining at workplace level. From 2009 to date, has there been any 
meaningful bargaining? 
Mary: 
I would say apart from wages any meaningful changes to the law were done prior to this period. 
If you look at changes you are looking at changes in 2005 and the other in 2015. There have not 
been meaningful changes. The ZCTU has been in active politics and there are currently 19 
splinter unions and right critical issues regarding employee conditions are much been ignored. 
The focus is now only on salaries and wages.  
 
Interviewer: This is interesting, and it will take us to the next question. In your view, has 
globalisation brought significant effects on employment relations as regards to employees? Has 







Certainly it has brought some significant benefits. If you look at provisions on discrimination our 
laws are actually borrowing from others like our neighbours in South Africa. The influence of 
globalisation is quite significant considering that we are a member of ILO and have ratified a 
number of ILO conventions. This shows some extent of impact has been realised. 
 
Interviewer:  In terms of protecting employees, would you say that the labour laws protect 
employees currently? 
Mary 
It has to a very great extent. You realise that much as we do not have the laws that protects 
employees in one place, but if you look at complementary laws like the NSSA Act, Factories and 
Works Act, several codes of conducts, statutory instruments and the national code of conduct 
arrived from a tripartite agreement; we can say progress has been made and all these laws are a 
part of the response to the global world. 
Q2. What impact has globalisation had on labour legislation as it relates to employers in 
Zimbabwe? 
Interviewer: In considering the impact of globalisation on labour legislation as it relates to 
employers, has formulation of these laws at any point been influenced by globalisation to benefit 
employers’ concerns? 
Mary 
From employers’ point of view if you look at section 74 where there is reference to the concept 
of productivity was extensively debated with employees for a very long time with unions 
strongly against it.  This concept was included later and as employers we borrowed this concept 
from the rest of the world the issue being that wages and any demands should be based on 
productivity. 
 
Interviewer: Would you say that the Labour Act engages the interests of employers?  
Mary 
Currently yes, though we still believe as employers more should be done. We feel that 
government has more of a grip on the collective bargaining processes. There is need to lessen 
and let the players or actors do their things. Look at the South African Bargaining Councils they 
are effective. We feel government should put in place policies to ensure a fair play for social 















Interviewer: In terms of positives and negatives, how do you weigh the impact of globalisation 
on labour legislation from an employer’s point of view? 
Mary 
To answer that question, looking at the environment that we are in, employers for the last 5 years 
has not been coming together to assess these issues closely. As I mentioned before they are 
engaged in fire-fighting. However, one positive view is on the termination of contracts using the 
common law principle. The fact that the Judicial accepted this principle to continue to work is a 
good sign and this is applied internationally.  However, I am not sure on the issue of setting 
parameters on the packages. I am not sure whether it is a positive, let the partners negotiate these 
issues. 
 
Interviewer: Do you believe that  employees are protected too much? 
Mary 
Yes, government is dissenting too much in the arena. We felt when government introduced 
National Employment Councils we thought it was moving away from this. 
Q3. To what extent has globalisation influenced affirmative action in Zimbabwean labour 
relations? 
Interviewer: Turning attention to affirmative action policies, and the impact of globalisation on 
such policies, how do you think affirmative action policies have affected labour relations, and 
how has globalisation influenced these policies? 
Mary 
When you look at the labour act and the affirmative action policies or legislations somewhere 
you need to be quite attentive to marry these together and globalisation. Unlike South Africa, in 
Zimbabwe you will not have these affirmative policies at one place. The labour legislation is not 
clear; hence we do not have a clear-cut policy. What we only find in the labour act is a section 
against discrimination. Globalisation has influenced to a great extent general policy to address 
disadvantages and these a found in the Zimbabwean Constitution and other pieces of legislation 
like Empowerment Law, SMEs Act. of affirmative action policies and you find these. You will 










Interviewer: Since the Act does not have a clear-cut affirmative action law regarding labour, 
what do you think pushed or influenced the promulgation of these aspects of the law? 
Mary 
I do not believe these laws are being brought continually into our employment laws. Unions have 
departed from their main roles and are now concerned that the labour party comes into power. 
Q4. What impact has globalisation had on labour relations in Zimbabwe? 
Interviewer. What impact has globalisation had on employment relations in the workplace?  
Mary 
Remember there was a time when there was animosity between employers and employees 
especially in the late 1990s to 2000. Then came a time after 2000 when the government felt that 
there was collaboration between employers and employees because of the new political party 
that was formed by the unions. Right now this marriage of convenience has ended but the parties 
are no longer fighting each other as both are looking at survival. The employer is concerned 
about survival and employees also are focused about keeping their jobs and are supporting 
extensively the continued existence of their employers for them to receive basic support to 
survive. I feel there is an unconscious relationship of supporting each other to survive. I will give 
you an example of the leather industry. Employees have had to put in money to buy few 
chemicals to support production to ensure that leather is processed for the parties to survive 
together. 
 
Interviewer. To what do you attribute the collaboration between employers and employees to 
solve problems?  
Mary 
Yes, there is collaboration which are think naturally came because of the social economic 
environment. However, employers should move with caution as this is a temporally arrangement 
and employers need to brace up for tougher times in future. Unions soon will seek to catch up on 
lost time and will make demands which they should have made ten years ago. 
 
Interviewer: You mentioned that workplace relations occur unconsciously, with some strategies  
to engage these borrowed from the outside. From your personal experiences in this environment, 
provide examples of strategies that have been borrowed from other countries.  
Mary 
For example, if you look in the manufacturing industry there is a push for wages to go down the 
argument being that the market for products is the same and for Zimbabwean products to be 







Q5. What mechanisms could address the challenges of globalisation in the sphere of labour 
legislation, and employment relations in Zimbabwe? 
Interviewer: How do you think current challenges in the labour markets can be resolved within  
a Zimbabwean perspective, in view of globalisation? 
Mary 
 It’s a combination of all the factors. From a labour relations point of view, I believe that the 
social partners should push for their agenda with government. The other issue which I believe is 
said, is the alternative distribute resolution system. The concept was that each person should 
have been able to represent themselves in any proceedings and these processes where not meant 
to be in the Judicial Services and its more equal with the High Court. The difference is only that 
the labour Court deals with labour cases only. It is now difficult for individuals to represent 
themselves and it has been made highly legalised that it is now difficult. Our conciliation and 
arbitration systems which we borrowed from South Africa are no longer working. Arbitration 
was repealed. It is now difficult to resolve labour disputes as they took away the employment 
relations concept and made it too legalised. There is therefore need to develop the laws  
 
Interviewer: As an individual, how have you been handling these issues from your previous 
experiences? 
Mary 
We have been working as employers’ associations through lobbying and pushing government 
through oneness and teamwork we were able to address vast issues affecting employment 
relations. 
 
Interviewer: Thank you for answering the above questions. Please feel free to provide any 
additional relevant information that you would like to share.  
Mary 
Your questions have really touched all the areas. Feel free to engage me should you need more 
help I am available. Thank you for your confidence in me and choosing me as your participant.  
 
Interviewer: Thank you once again. I will keep in touch should there be any issues and you are 












Appendix 7 – Ben’s interview transcript 
 
Interview with Participant 2 – Trade unionist - Cotton industry (Ben) 
Venue of interview: Harare 
Industry of person: Agriculture – Cotton industry 
Job Title/Capacity: Trade unionist (secretary) 
Gender: Male 
Age: Between 30-39 years 
Experience in the field: 15 years 
Q1: How has globalisation influenced workplace regulations related to employees in 
Zimbabwe?  
Ben 
I think it has brought about employee participation and democracy in the work place by allowing 
trade unions to organise and visit employees at the work station and protecting employees 
against unfair labour standards. 
 
Interviewer: Are these derived from the ILO’s best standards? 
Ben 
Yes. These were borrowed from ILO conventions against discrimination, right to organise, 
prohibition of forced labour, and prohibition of employment of under aged employees. 
Employees were also given the right to be heard and stopped summary dismissals. 
 
Interviewer:  In your view, would you say that globalisation has caused significant changes in 
the law regarding the plight of employees?  
Ben 
 Yes, indeed. Globalisation has impact on both side of the social partners. The changes 
implemented in our laws of democracy and participation are good in the if the employee is happy 
the employer’s work is done well. 
 
Interviewer: How do you view the law in relation to globalisation and employers’ interests. 
Ben 
I think section 12C on retrenchment as amended by the Labour Amendment number 5 was 
greatly influenced by global pressure to have a clear cut retrenchment package for employers to 
plan well in advance and budget for laying off employees. The new provision favoured 
employers. Retrenchment is a prerogative of the employer, it’s the employer who gives reasons 
to retrench and even if the reasons are absurd the retrenchment will proceed. The retrenchment 
board does not power to monitor, to interrogate, and does not visit the workplace to adjudicate. 
Even if you look at the package, the law provides a default package of two weeks’ salary for 




pay less. The employee has no say and even it is unfair and reasons are not enough the 
retrenchment board can just watch and does nothing.  
 
1 
Interviewer: Are you saying that as long as the default minimum is paid, there is no scrutiny? Is 
the process only done to fulfil the procedures, and scrutiny is no longer required, or the reasons 
are no longer important?  
Ben 
Yes. For example, a company can give a notice to retrench and in its reason it can cite that, its 
telecommunications provider has raised tariffs and the cost to company is now high. For that 
reason, it would say it wants to retrench in order to reduce costs. The increase in 
telecommunications tariffs might have no bearing at all on one’s job but the retrenchment board 
would see that the reason is absurd and cannot do anything. In some cases, an employer can also 
request to be exempted from paying the minimum package some even request to stagger the 
payments, and these exemptions have been awarded in this hyper-inflation environment. 
Q2. What impact has globalisation had on labour legislation as it relates to employers in 
Zimbabwe? 
Interviewer: This leads to the next question: Can we say that globalisation has facilitated the 
codification of employers’ interest in the current labour legislation?  
Ben 
To a certain extent yes. There is more emphasis now on production and at the expense of human 
element. There is ignorance of the drivers of production. The human assert is the most important 
resource in the organisation but it is being ignored. For example, the laws to do with collective 
job action are there but in practice they do not give the right to strike to employees. This was 
crafted in a way to fence the interest of employers as the conditions are so strict and not practical 
to follow. Remember, when employees strike they are hitting the employer where it hurts most 
and employers are protected from this. 
Q3. To what extent has globalisation influenced affirmative action in Zimbabwean labour 
relations? 
Interviewer: Considering the concept of affirmative action, what legal provisions are there to 
address this?  
Ben 
There are quite a number there is one on maternity leave, discrimination against disabilities, HIV 
AIDS and abuse against women. 
 
Interviewer: In your opinion, are these laws indigenous, or are they borrowed from other 





I think they are borrowed. Our society is paternal and women were less respected especially at 
work as seen in different wages and glass ceiling in career path development and Zimbabwe only 




Interviewer: How has globalisation and its impact on affirmative action affected Zimbabwe’s 
labour relations? 
Ben 
I think it has affected workplace relations in a positive way. 
 
Interviewer: How? Can you explain? 
Answer: Because women are no longer worried of getting pregnant whilst at work. Maternity 
leave gave job security on women. When you look at all laws against discrimination you realise 
that they were meant to afford employees fair treatment and equal opportunities regardless of 
backgrounds. 
 
Interviewer: Are contract employees covered or protected by maternity leave regulations? 
Ben 
 In terms of the Constitution, that is section 65 they are covered because it gives right. However, 
in the labour Act they are not covered there is a qualifying service of 1 year and the labour act 
contravene the main constitution?     
Q4. What impact has globalisation had on labour relations in Zimbabwe? 
Interviewer: How has globalisation affected relations between employer and employees in the 
workplace? 
Ben 
Globalisation has impacted positively on relations at the workplace through workplace 
democracy employees were given a voice to negotiate discuss and raise issues that concern them 
in the works councils and through workers’ committees. 
 
Interviewer: In your experience, are employees and employers satisfied with the current 
situation in labour relations. 
Ben 
I have talked to both employers and employees. Both parties are not satisfied as they accuse the 
regulations for several shortfalls. For example, retrenchment regulations are criticised by both 
parties. There are no appeal structures especially when a decision is reached by the retrenchment 




conclude matters. South Africa, Zambia and Botswana they all have time frames in which cases 






Q5. What mechanisms could address the challenges of globalisation in the sphere of labour 
legislation and employment relations in Zimbabwe? 
Interviewer: Let us consider possible mechanisms to resolve these issues. If you are given an 
opportunity to address these challenges in terms of globalisation, labour legislation, affirmative 
action and labour relations in the workplace, how best can you address these issues? 
Ben 
 The first issue is aligning labour laws with the constitutions. The Labour Act is inconsistent with 
the constitution. There is need to put clear appeal structures in alternative dispute resolution 
systems and give a clear cut time frames of resolution of cases. When it comes to affirmative 
action, female contract employees are excluded from coverage of the Labour Act. There is a grey 
area where the if a contract employee goes to maternity employers hire a new employee and in 
most cases jobs are lost. There should be clear regulations as to address these situations when 
they occur, there is need to balance employment relations and employee rights with productivity. 
 
Interviewer: Have you ever practically come across these challenges and how have you resolved 
them? 
Ben 
 Indeed, these challenges always avail themselves and there is not clear guideline as to their 
remedy. The most difficult concept currently is establishment employment relationship. Our act 
provides for 2 ways to build this relationship, that is, either a written agreement or a verbal 
agreement.  Now we have a high rise of the informal sector and in this category employers 
engage employees verbally and in most cases we are having difficulties in establishing whether 
an employment relationship existed in case of disputes arising.  
 
Interviewer: In respect of the informal sector and indigenous small businesses, employment 
relations are not up to standard and are not aligned with best international standards. 
Ben 
 Yes. Another issue is also on fair wages. 
 





The employers are not paying stipulated wages as given by the Collective Bargaining 
Agreement. 
 
Interviewer: Are you saying that they pay less without any exemptions? 
Ben 
Yes. Even the concept of exemptions itself does not exist in our labour act or in any piece of 
legislation. The parties are agreeing on their own for example if a messenger is paid $400.00, 




Interviewer: But in terms of international contract law, is it not permissible to enter into 
agreements as parties, and agree on terms that suit the respective parties?  
Ben 
True in that the Courts have also supported the concept by noting that third parties cannot rewrite 
a contract entered willingly by two parties. But if you look at section 6 of the labour act it speaks 
of protection of employees against unfair labour practice. It denies employers to pay wages 
below the stipulated minimum wages. 
 
Interviewer: Can we say that exemptions are defrauding, and work against the Act? 
Ben 
No. NECs are boards set in terms of this act. If decisions are reached in the NEC it is okay. What 
is wrong is for the employer and employee to agree to terms and conditions of employment 
which contravenes the act. 
 
Interviewer: What do you think motivated the courts to rule that decisions taken by two parties 
should not be rewritten by a third party? 
Ben 
It is about protecting employers’ interests. Employers have power and are the most powerful 
party in an employment relationship. The Courts are more inclined to protect interest of 
employers. 
 
Interviewer: Thank you for answering the above questions. Please feel free to add any further 
relevant information that you feel may add value to our discussion.  
Ben 
I have nothing much to say. We have covered a lot. In my conclusion I can say globalisation has 
impacted both positively and negatively to employment relations. 














Annexure 8 – Simon’s interview transcript 
 
Interview with Participant 3 – Trade unionist 
Venue of interview: Gweru 
Industry of person: Leather  
Job Title/Capacity: Union President 
Gender: Male 
Experience in the field: More than 30 years 
 
Interviewer: Thank you for agreeing to participate in this study. We are considering the impact 
of globalisation on labour legislations, and labour relations in the workplace. I will ask you a 
few questions in this respect.  
Q1. What impact has globalisation had on labour legislation as it relates to employees in 
Zimbabwe? 
Interviewer: The first question is what impact has globalisation had on labour legislation in 
Zimbabwe? How has globalisation influenced workplace regulations related to employees in 
Zimbabwe?  
Simon 
Thank you. We are looking at a number of issues. To start with we go as back as ESAP period. 
Globalisation affected labour legislation as far back as 1996. ESAP effects had a huge impact on 
employees in Zimbabwe when the Labour Relations Act of 1985 was amended in 1996. The new 
law showed the direction in which labour relations of Zimbabwe was taking by taking away 
employee benefits, introducing exploitation and casualization of labour. That is when this started 
in Zimbabwe.  
 
Interviewer: So, in short, do you view globalisation as affecting the plight of employees through 




Interviewer: Can you provide examples of how employees have been exploited? 
Simon 
We are looking at fixed term contracts for example. This is the time they were introduced. What 
this meant is that the worker’s is limited in terms of demanding for his rights, has no sense of 
belonging to the organisation, and does not enjoy statutory benefits enjoyed by employees on 
continuous contract, like pensions and even the right to collective bargaining is taken away. That 
on its own is exploitation.  
 





In my view it has been negative. 
 
1 
Interviewer: In your view, and judging from your own experience, has globalisation contributed 
to employees’ interests in Zimbabwe? 
Simon 
In fact, it has taken away employee interests. 
 
Interviewer: What is your impression of the ILO conventions, which provide rights to 
employees? 
Simon 
The ILO conventions try to bring positives as they endeavour to bring employees and employers 
to negotiate, but the problem is on the implementation aspect, the right to negotiate is given but 
whatever you have negotiated for reach in deadlocks and in cases where awards are given in 
favour of employees it can be challenged in a Court of Law.  
 
Interviewer: Are you saying that most CBA’s have not seen the light of the day since they are 
usually challenged and are reversed in the courts? 
Simon 
Yes, it’s difficult to implement a CBA without challenges. CBAs are appealable and the time 
they are appealed against they cannot be implemented until the Court issues its judgement. The 
dispute resolution system is also longer for example if the decision is of a lower court like the 
Labour Court, it is appealed to the Supreme Court and possibly after that to the Constitutional 
Court. By the time the final decision is given by the highest Court the implementation of the 
CBA will be meaningless. Implementation delay for a very long time and in some cases they are 
reversed. 
Q2. What impact has globalisation had on labour legislation as it relates to employers in 
Zimbabwe? 
Interviewer: The second phase of the questions refer to the effects of globalisation on employers’ 
interests. The first question is: how has globalisation influenced workplace legislation in 
Zimbabwe in respect of employers? 
Simon 
In my view, it has added an advantage to employers in Zimbabwe. Employers have the right to 
take the lion’s share in terms of profits. As it is stated that we have collective bargaining as stated 
in the Labour Act, I would say it is more like collective begging by employees since the 
employers always invoke the question of ability to pay which has been widely accepted as a 
basic principle in wage negotiations.  Employers are given a window to apply for exemptions 





Interviewer: What is your opinion of this?   
Simon 
The other issue I also would want to add is that the employers have also been given inclusively 
the right to retrench. In labour amendment No. 5 the employer is at large to retrench without a 
collective bargaining agreement to determine the package as government gave a default 
retrenchment package which is so little subjecting employees into poverty. You see, even if you 
are on a continuous contract you can see yourself been retrenched by way of a notice.  
2 
Interviewer: In short, are you saying that globalisation has caused government to craft labour 




Interviewer: Can you provide examples of how the Labour Act promotes employers’ interests?  
Simon 
If you look at section 75 & 76 it gives the right to negotiate in good faith by way of giving 
information in form of financial documents and any other information being discussed in a 
collective bargaining process. Now, when you look at the Companies Act it protects employers 
from giving information to third parties. The Labour Act does not legally enforce some of the 
provisions in it as they are against other pieces of legislation elsewhere. There is nowhere were 
company information is openly shared in Zimbabwe’s collective bargaining system. Two, there 
are 3 levels of collective bargaining in Zimbabwe, which are the Works Council, National 
Employment Council and Tripartite Negotiating Forum. The TNF is not supported by any statute 
although it should be the main negotiating chamber as it covers the macro factors of the labour 
market. The TNF is a talk-show and its decisions are not binding on the parties. Decisions are 
never executed or implemented if they are against employees.  
 
Interviewer: In your view, if decisions favour employers, are these implemented, and if these do 
not favour them, are they not implemented? 
Simon: 
Yes of course. 
 
Interviewer: The last question in this respect relates to employers’ interests. Has globalisation 
edified their interests positively or not? 
Simon 




Q3. To what extent has globalisation influenced affirmative action in Zimbabwe’s labour 
relations? 
 
Interviewer: Thank you. The third phase of the questions considers globalisation and affirmative 
action policies in Zimbabwe in relation to labour legislation and relations. The first question is, 
when you consider affirmative action policies and laws, do you believe that these resulted from 
the impact of globalisation, or was it simply government assisting the plight of the workers? 
Simon 
I don’t think they are directly influenced by globalisation. I think they are more politically 
charged. Even how beneficiaries of these policies are selected they are picked on political 




Interviewer: How have workplace relations been affected by the combined effects of 
globalisation and affirmative action policies?  
Simon 
I don’t think for employees, there are no benefits that have come to employees. I will start with 
affirmative action policies. When you look at employees working in the formal sector they have 
been affected by the informal sector. You find the government has made policies that have given 
rise to unregistered small companies, cooperatives and SMEs exempted from taxes to operate 
and compete with registered formal companies who are made to shoulder all the burden of high 
taxation.  
 
Interviewer: Are employees who work in small SMEs, the informal sector and cooperatives 
covered by labour legislation?  
Simon 
No. not at all. They are not covered by any law, not registered and thus not protected by the 
Labour Act. Look at the Chinese backyard companies that are here in Zimbabwe. No employee 
is given protective clothing, they do not have pension schemes, medical services and National 
Social Security Service is not there. The employees are not protected and their contract of 
employment is not known. There are no inspections done on such work sites, they are not 
involved in collective bargaining, the employer pays the way he feels. They do not have trade 
unions or worker’s committees to represent their interests. Employees are exposed to hazards and 
disadvantages. 
Q4. What impact has globalisation had on labour relations in Zimbabwe? 
 
Interviewer: The fourth phase of the questions relate to workplace relations. How has 





I think it had a negative impact on relations at the workplace. The right to real collective 
bargaining is taken away. The right to collective job action is also taken away.  There is no 
fairness at the workplace between employer and employees. 
 
Interviewer: How have you experienced Zimbabwe’s labour relations?  
Simon 
The question is broad, but to start with I will give my experience of 25 years both as an 
employee, a worker’s committee representative and trade unionist. As an employee, I have not 
benefited and with the look of things I am not going to benefit my pension contribution which I 






Interviewer: In general, are you not satisfied with the current labour market and the economic 
situation? 
Simon 
It’s not satisfying in any way. Worse more collective bargaining is just a talk show it is not real. I 
am looking also where I should have exercise my right regarding my earnings being deducted to 
pension and collectively bargain to contribute meaningfully on ways to lock value in the 
pensions. This is not provided for and government set it as mandatory to have a pension scheme 
which an employee access upon retirement at 60 years if its National Social Security Authority 
pension or upon death. Furthermore, inflation continue to erode wages and wages are not 
increasing at the same rate as inflation is doing yet the employer continues to expect employees 
to report for work. There are no minimum wages and government set cost of living adjustments. 
Employees are at the mercy of employers. 
Q5. What mechanisms could address the challenges of globalisation in the sphere of labour 
legislation and employment relations in Zimbabwe? 
Interviewer: If presented with an opportunity to do so, how will you address the challenges 
posed by globalisation in respect of labour legislation, affirmative action and labour relations? 
Simon 
If I am a policy maker, I would advocate for laws that come up with a balancing act to promote a 
fair ground between employers and employees. Protection of pensions is critical both private and 
national pensions. The Labour Act needs to be amended to ensure it is aligned by the 
Constitution and give employee rights. National Employment Councils require to be empowered 
to ensure that it deals effectively with matters in the labour market. The Tripartite Negotiating 
Forum should be regularised into a legal body and should set basic country minimum wages for 





Interviewer: What do you think employers and employees should do to mitigate the challenges at 
workplace level, should policies remain ineffective? 
Simon 
Employers and employees should focus more on employee participation and enrich it by 
introducing equity and ensure employees benefit meaningfully to the means of production. There 
is need of concerted effort to fight the informal sector and call with one voice to ensure some 
form of legalisation and formalisation of small businesses.  
 
Interviewer: What strategies have you used to ensure that you dealt with the impact of 
globalisation?  
Simon 
We have introduced high level employee participation where our employer and the worker’s 
committee worked closely and lobbed government to assist in availing foreign currency to the 
company, impose ban on export of our raw materials to ensure that we are able to get raw 
materials locally. 
 





Annexure 9 – Kuda’s interview transcript 
 
Interview with Participant 4 – Trade unionist 
Venue of interview: Harare 
Industry of person: Zimbabwe Congress of Trade Unions 
Job Title/Capacity: Secretary General 
Gender: Male 
Experience in the field: More than 40 years 
I am  recording the interview, as mentioned before we started. Thank you for agreeing to 
participate in this study. We are considering the impact of globalisation on labour legislation,s 
and labour relations in the workplace.  
Q1. What impact has globalisation had on labour legislation as it relates to employees in 
Zimbabwe? 
Interviewer: The first question deals with the impact of globalisation on labour legislation in 
Zimbabwe. How has globalisation influenced workplace regulations for employees in 
Zimbabwe?  
Kuda 
Well, I will take a very radical position and say, globalisation came about as was originally 
exposed by those hard communist like Carl Max who said imperialism is the highest stage of 
capitalism. Right. In a capitalist relationship the owner of the business owns everything 
including labour. An employee is not paid for the value of his labour but he is at least paid 
something so that he comes back to work. So when you see Multi-National Corporations saying 
open up that is globalisation at full string. What it means is that national governments no longer 
the sovereign power to direct economies, rather they should live that to the power of the 
Multinational Corporations. If you take Africa before I zero in on Zimbabwe, Africa has been a 
main producer of raw material and the producer of finished products from its raw materials is 
Europe, and the largest consumer of the finished products is Africa itself. What that means is that 
the African continent does not have control of its own resources both material and human. 
Governments when they get to power in Africa they pronounce high policies before election as 
governments of the people for the people by the people. However, once in power they realise that 
it a huge task to implement. It cannot be Zimbabwe alone but all over Africa and especially the 
southern hemisphere. 
 
 The world is divided into two, the rich north and the power south. At one time in 1963, I studded 
the North and South economies. The EU origin was to consolidate their grip on the south. The 
right wing government continued to consolidate their power in favour of MTC who continue to 
move imperialist control on Africa. You will be surprised to know that the Bush family who held 
power in America in succession are one of the largest weapon producers and their biggest 
customer is the US government, America is the highest debtor to the IMF and World Bank yet 
they control other countries and have been allowed to do so by venture their control to 






Interviewer: In respect of Zimbabwe, how have these global factors impacted labour legislations, 
and how have employees been affected? 
Kuda 
IMF versus National Governments, employees have not benefited. In fact, employees have been 
heavily taxed in order to pay back loans.   Governments have been forced to beg and nil down to 
the demands of World Bank and IMF in policy direction as conditions to get money or loans. You 
remember ESAP in Zimbabwe and massive change in labour laws and retrenchments.  
 
Interviewer: In terms of the workplace level, how has this affected regulations and relations? 
Kuda 
The workplace goes without questioning, it’s obvious that you have to liberalise your policies 
and laws in order to attract investment, multinational corporations and international funding from 
monetary funds. Let me shift attention from Zimbabwe and give you an example of one of the 
most radical governments in Africa. Libya was one example where after Europe failed to redirect 
policy by use of Multinational Corporations, they took it to the gun and killed Gadhafi. You may 
not be aware that before they removed Gadhafi, he actually believed that there is a possibility of 
Gadhafi lending money to Europe and he gave 80 billion to France.  They have destabilised that 
government to ensure they continue at the top.  
 
Interviewer: Are you saying that legislation and laws are written according to the needs of 
multinational corporations?  
Kuda 
Yes. If you want to attract foreign direct investment, what you do is nil down and say to the one 
with money, come and do everything and employ our people. Now, the question is what 
employment one creates rather than pay peanuts and syphon all resources. 
Q2. What impact has globalisation had on labour legislation as it relates to employers in 
Zimbabwe? 
Interviewer: Conversely, how have employers benefited from globalisation in terms of labour 
legislations?  
Kuda 
The employers pretend to be suffering from the same policies. Believe me, I am not aware of a 
real local company which ultimately stand-alone without some form of linkages with outside 
funding. The small companies survive on the big multinational companies that control the 
industry and most local companies provide services through outsourcing. Service charges are 










Interviewer: Considering the Labour Act, how have companies benefited, and how has 
globalisation influenced the law?  
Kuda 
 The labour Act used to be clear in protecting t employees against abuse. For example, the 
employers were not allowed to dismiss employees without approval of the minister in 1980 to 
1985. However, after 1990 all the protection was removed. In 1980 at independence, the 
government came up with the blue document which created worker’s committees and works 
councils by stipulating clear guidelines to address wildcat strikes against employee exploitation 
coming from the Rhodesia colonial government. The blue document was very powerful. 
 
Interviewer: Tell me how these concepts of globalisation inspired change from the Blue 
Document, the 1985 Act, which led to the current Labour Act. 
Q. Right now as we stand, the Minister’s interventions were removed, labour boards are no 
longer there and the right of employees against unfair dismissal is gone. An employee can be 
dismissed anytime through a notice and can be paid little compensation and the matter is over. 
Even if employees go to courts it is not helping because they are conspiring with business and 
they are business. For example, the Zuva case interests of employers were protected by the Court 
which opened a can of worms were almost all employers also started dismissing employees on 3 
months’ notice.  
Q3. To what extent has globalisation influenced affirmative action in Zimbabwe’s labour 
relations? 
Interviewer: The questions will now consider affirmative action policies and globalisation.  
Kuda 
Let me make reference to affirmative action as a way of empowering the blacks. It was there 
initially it is now gone. 
 
Interviewer: Are you saying that affirmative action no longer exists in the labour market?   
Kuda 
It is no longer existing, it is gone. The new dispensation has shifted from the 51% black 
ownership of enterprises to nowhere.  
 
Interviewer: Employee participation no longer exists?  
Kuda 
Let us call to examples of core determination. I am the architect of TNF. When the late Morgan 




went to the office of the then Minister of Labour to resuscitate negotiations.  I changed my 
approach from radicalism to a social democratic platform where I believed the two opposite 
systems should co-exist and should come together and collectively look into issues affecting 
them. This concept influenced co-determination in Germany where employees are influenced to 




Interviewer: Do you believe that the concept of meaningful engagement and co-ownership in 
Zimbabwe has gone for now, and no longer exist?   
Kuda 
Yes, it is true.  
Q5. What mechanisms could address the challenges of globalisation in the sphere of labour 
legislation and employment relations in Zimbabwe? 
Interviewer: What can we do now to mitigate the impact of globalisation? 
Kuda 
The way I see it myself is to consolidate the TNF. The negotiated results of the TNF should then 
be deduced into statutory instruments and made legal positions for implementation by the parties. 
What it means is the employer and employees will both have input into crafting solutions at a 
macro level. 
 
Interviewer: If I understand you correctly, are you saying that the end game is a creation of a 
social dialogue system, where government, business and labour work together to craft labour 
market policies and laws? 
Kuda 
Yes. This can make Zimbabwe stronger as a nation. My view, which I still hold up to now is that, 
negotiation is the only key to a common solution and for the common good.  
 
Interviewer: Apparently, the TNF has been set before Parliament for deliberation, which may 
mean that it can become law any time soon. What is your view in this regard? 
Kuda 
Contrary to my view, they are setting it before parliament. My view is that you cannot legislate 
love for love of one another. You educate people to live by love of one another. Do you get my 
point? 
Interviewer: You cannot force people to agree merely because of a law, but you have to teach 
them to agree. Is this what you are saying? 
Kuda 





Interviewer: So your perception is that even if TNF is legislated, and if there is no education, 
employers and employees will never agree, and harmonious relations cannot exist? 
Kuda 
Yes. Labour will withdraw their labour and take it to nowhere because there is nowhere to take it 
to.  
 
Thank you for your participation. I may come back to you for further discussion, and for you to 







Annexure 10 – Jacob’s interview transcript 
 
Interview with Participant 5 – Industrial Relations Manager 
Venue of interview: Gweru 
Industry of person: Manufacturing 
Job Title/Capacity: Industrial Relations Manager 
Gender: Male 
Experience in the field: More than 15 years 
Introduction. Thank you for agreeing to participate in this study. Your personal details and 
information will be kept confidential. The study is academic research, which is considering the 
impact of globalisation on labour legislation, labour relations and affirmative action in 
Zimbabwe. I have provided you with documents, which introduce myself and the study.  I will 
also avail results of this study, should you require them. If you are ready, we can start, thank 
you.   
Jacob 
Yes, we can start. You are welcome. 
Q1. What impact has globalisation had on labour legislation as it relates to employees in 
Zimbabwe? 
Interviewer: The first phase of my questions considers the impact of globalisation on labour 
legislation in Zimbabwe. Hence, how has globalisation influenced workplace regulations that 
relate to employees in Zimbabwe?  
Jacob 
To begin with, globalisation is inevitable, you cannot avoid it. It is something that you cannot 
wish away. It being a force that everyone has to reckon with, it has also come to the fore as 
regard legislation in Zimbabwe. Narrowing it down to labour legislation, globalisation has 
influenced the nature and state of work legislation. For example, for anything to be viewed as 
sound nations and companies are looking at what the world is saying about it. 
The employees are also looking at global trends to see if work regulations, codes of conducts and 
national workplace polices and laws are in line with ILO conventions. ILO conventions are now 
basic standards when it comes to crafting of labour legislation. Whether we want it or not this is 
now the reality and we have to follow the trend. 
 
Interviewer: As a follow-on to this point, Zimbabwe has ratified the ILO conventions, so are you 
saying that the Labour Act is inspired by the ILO conventions? 
Jacob 
Definitely. The Labour Act as it stands borrows much of its provisions from the ILO conventions 
and it is unavoidable. Zimbabwe is not an island it lives in the globe. So, what affects the globe 








Interviewer: To narrow it down, in your view, and from your experiences, which aspects of the 
Zimbabwean legislation would you were promulgated to benefit employee interests owing to the 
impact of globalisation? 
Jacob 
OK. There are quite a number but I will pick just a few. One such provision is of equal 
opportunity between male and female. There is no longer discrimination in employment and 
wages. ILO conventions and global pressure also banned employment of minors. 
 
Interviewer: For clarity purposes, are you saying that globalisation has introduced levels of 
fairness? globalisation 
Jacob 
Yes, each person is now equal regardless of gender, colour, creed, custom or values. 
Q2. What impact has globalisation had on labour legislation as it relates to employers in 
Zimbabwe? 
Interviewer: The second phase of the questions considers how globalisation has impacted labour 
legislation in relation to employers. How has globalisation influenced workplace regulations 
relating to employers in Zimbabwe?  
Jacob 
When the advent of globalisation was on us. For employers I would say the stringent laws on 
equal opportunities, no employment of minors and abolition of slavery worked against 
employers as it meant that they could not get cheap labour. The introduction of minimum wages 
did not help employers as they were forced to pay certain wages when they would have wanted 
to pay less. 
 
Interviewer: There is a school of thought that I would like you to comment on, which advocates 
that owing to globalisation, businesses flourished by allowing companies to cross borders, build 
companies, and get new trades to flourish. As these grew they forced their policies on small 
countries. 
Jacob 
I agree at a certain extent with reservations. When you look at the effect of globalisation on the 
same companies, it opened up markets to the extent that some countries which were less 
competitive and more expensive suffered loss of business, skills, and some companies left the 
expensive countries and go to cheaper countries thus shutting business in those countries. 
Interviewer: This is interesting. My follow-up question is hence: in the countries in which these 
multinational companies later settled to do business, what sort of labour legislation do you think 





It brought in joy to the countries, and labour laws were now being fused to fit the global trends. 




Interviewer: In terms of your own experience with Zimbabwean legislation, has globalisation 
impacted employers positively or negatively?   
Jacob 
The question is relative to the preparedness of the company. To those that were not prepared, 
they found themselves competing with large corporations and borders were opened and goods 
were flowing in and laws were liberalised and they found themselves struggling to catch up with 
the changes. Some employers found themselves overemployed and had to retrench and buy 
current technologies and so on. 
 
Interviewer: Since you mentioned retrenchments, consider the 1992 retrenchments. In terms of 
the labour laws, would you say that this occurred the same time as the Labour Act was 
amended? 
Jacob 
I was going to comment on that. The new laws changed the dynamics of employment relations. 
Foreign ideologies and policies were introduced in the name of ESAP which then led to change 
of the whole labour legislation. It became difficult for companies to keep employees and so 
expensive also to lay them off. 
 
Interviewer: What happened thereafter? 
Jacob 
Companies negotiated with government to retrench employees in the name of purporting to boost 
investment and business. Government agreed leading to employees being sucked without 
retrenchment packages and they went away more impoverished than the time they joined the 
companies.  Many people were not capacitated for life after retrenchment. The laws were 
changed to suit the needs and desires of employers. 
Q3. To what extent has globalisation influenced affirmative action in Zimbabwe’s labour 
relations? 
Interviewer: In respect of globalisation and affirmative action, has globalisation affected 
affirmative action policies in Zimbabwe’s labour relations? If so, how?  
Jacob  
In my view affirmative action groups are birthed by globalisation. People woke up and found 
themselves one morning without jobs. In trying to compact the effects of globalisation people 




companies and lobbied government to facilitate their cushioning. Affirmative action policies are 








Q4. What impact has globalisation had on labour relations in Zimbabwe? 
Interviewer: How has globalisation affected workplace relations between employees and 
employers? 
Jacob 
The relations at the workplace were terribly affected. Employers were now retrenching and 
employees were suffering job losses. Government had to create the retrenchment board to ensure 
there is sanity. Employees saw employers as cruel whilst employers saw unions, affirmative 
groups and empowerment and indigenisation policies as enemies of business yet the employers 
had no choice but were to restructure operations through retrenchment for them to survive.  
 
Interviewer: If I understand you correctly, the advert of globalisation created different groups, 
which became enemies of each other; firstly, trade unions’ right to organise; secondly, 
affirmative action groups fighting for jobs for indigenous people so that they share in the 
country’s resources; and thirdly, employers who invest  money in their businesses, and hence 
believe that they have a right to their business, profits and wealth. And so these are converging 
into a battle of interests. 
Jacob 
Yes. Exactly. Coexistence is now difficult and employers were seen as imperialist and workers as 
politicians who want to take wealth out of nothing. All parties seeking to feed from the same pot 
which is business. At the end one should be more powerful than the other in order for sanity to 
prevail. These are the current relations at the workplace. The social war is one of power 
dynamics. The employer has power backed by resources, yet the employee has the power of 
giving service and may refuse to offer the service to force the employer to listen to them. 
However, at the end the one with resources is the most powerful and governments also listen to 
employers for need of FDI. 
 
Interviewer: Are employers and employees satisfied with the current labour relations 
environment in Zimbabwe, particularly in the wake of globalisation? 
Jacob 
 It is a very difficult to say satisfied because the antagonism is still there. Clashes are going to 




Q5. What mechanisms could address the challenges of globalisation in the sphere of labour 
legislation, and employment relations in Zimbabwe? 
Interviewer: This leads me to the last phase of the questions. Given an opportunity, how would 
you address challenges of globalisation with reference to labour legislation, affirmative action, 
and labour relations in Zimbabwe?    
Jacob 
Given a chance to address these issues. I would push for local or indigenous laws to take centre 
stage. ILO conventions should be aligned to local needs not the other way round were laws are 
not in harmony with local businesses, values and norms of each society. 
 
4 
Interviewer: What do you think the employers and employees can do to create harmony in the 
workplace? 
Jacob 
There is need to educate parties at the workplace level that the challenges are not caused by 
employers or employees but are coming from a macro level and international external factors. 
Employee involvement and training should take centre stage. 
 
Interviewer: From your previous experience in industrial relations, what strategies have you 
implemented as an individual or at a company level? 
Jacob 
We used exposure of some employees to global trends. For example, we would sent our 
employees to sister companies in other countries and this opened employees’ eyes and mind that 
the challenges are not ours alone but are shared across the globe. Through exchange programs 
they would see how the issues were resolved. 
 
We have also sent technical officers from several companies in which we operate to work and 
come up with policies which will be then implemented in the whole organisation globally. We 
have desisted from policies being forced on companies in each country.  
 
We also use high level employee involvement. We have taught our employees and worker 
representatives that before they should not always come with list of problems, but for each 
problem that they raise to management they should put down their proposed solutions which 
should be in line with business values and principles. 
 
Interviewer: Thank you for answering the above questions. Please feel free to add any further 
relevant information that you feel may add value to the discussion.  
Jacob 
One element that I would want to raise is one of the Labour Act. The labour act is not aligned 
with the constitution. In that regard the labour act is now unconstitutional. It is sad that 
employers are losing cases even after they would have religiously followed the provisions of the 
labour act.  It is only after a constitutional challenge where they are advised that what they did 




Constitutional Court ordered companies to pay packages to employees who had been dismissed 
in terms of the labour act on 3 months’ notice.   
 
Thank you. for your participation. I may come back to you to verify information that I have 










Annexure 11 – Simba’s interview transcript  
 
Interview with Participant 6 – Human Resources Manager 
Venue of interview: Harare 
Industry of person: Agriculture (Tobacco & Cotton) 
Job Title/Capacity: Human Resources Manager 
Gender: Male 
Experience in the field: More than 15 years 
 
Introduction. Thank you for agreeing to participate in this study. The interview will be recorded, 
and I will use my phone to do so. Your personal information and all information that you provide 
will be treated confidentially.  Can we start the interview now? 
Simba 
OK. 
Q1. What impact has globalisation had on labour legislation as it relates to employees in 
Zimbabwe? 
Interviewer: The first phase of the questions considers the impact that globalisation has had on 
labour legislation in Zimbabwe. My first question is: how has globalisation influenced 
workplace regulations in respect of employees in Zimbabwe?  
Simba 
Can you come again? 
 
Interviewer: How has globalisation influenced workplace regulations for employees in 
Zimbabwe?  
Simba 
I will start with ILO on such regulations to do with stopping child labour, discriminations at 
work place. These provisions have been adopted in our Labour Act. There is no longer 
discrimination against religion, race and gender. The only challenge is that the actual 
implementation on the ground is somehow lacking. Zimbabwe has ratified the ILO conventions 
and has put them in the Labour Act. Unfortunately, breaches of the conventions do not attract any 
penalties from ILO and breaches of the Labour Act has also not attracted much penalties 
although the penalties are there. In some cases, the breaches go unnoticed. 
 
Interviewer: I would like to follow up on this for clarity purposes. In your view, the ratifications 
and the provisions have been established by the Labour Act, but on the ground compliance is 
lacking? 
Simba 








Interviewer: If I may ask a direct question, can you provide examples from the agriculture 
industry, which you serve, of how implementation has lagged behind? 
Simba 
In Mutare tea Estates, and in Tobacco farming children and students have been made to work in 
the plantations in order to pay for tuition fees. It is bad to such an extent that they are sometimes 
made to work before going to school or during holidays. During holidays they do what is called 
holiday work. 
 
Interviewer: What has government done to try to correct this? Have there been any efforts to 
address these issues? 
Simba 
The effort is only there by making provisions available in the Labour Act, but on actual 
implementation, the Government is found wanting.  
 
Interviewer: In your experience, has globalisation contributed positively or negatively to 
employee welfare in Zimbabwe? 
Simba 
I would say to a certain extent it has contributed positively. If you look at enforcement of the rule 
of law and giving employee rights like freedom of association and rights to organise. Employees 
have constitutional and labour rights to organise themselves and to express themselves. However, 
these rights have also been censored by some other regulations like Public Order and Security 
Act (POSA), which have infringed on the rights. On a scale it’s a 50/50 scale. Globalisation has 
given some rights and internal regulations at the other hand have tried to control these due to 
political reasons. The government has in some instances given a blind eye to these freedoms. 
Q2. What impact has globalisation had on labour legislation as it relates to employers in 
Zimbabwe? 
Interviewer: The second phase of the questions considers how globalisation has impacted labour 
legislation as it relates to employees. How has globalisation influenced workplace regulations 
for employers in Zimbabwe?  
Simba 
If you look at global trends in the world over and mainly in developed countries, employers have 
run away from permanent contracts of employment to temporal or fixed term contracts. The 
employers have benefited in that they are now dealing away with other obligations like 
retrenchments, payment of severance packages when contract of employment is terminated and 
contributing to pension schemes. 
Interviewer: To follow up, are you saying that employers have shifted to casual employment 










Interviewer: From a Zimbabwean perspective, which industries would you say are now more 
involved with casual employment? 
Simba 
The Agriculture comprised of Tobacco and Cotton these are the main ones. At executive levels 
the use of fixed term performance based contracts is now on the rise. 
 
Interviewer: In your opinion, has globalisation facilitated the codification of employers’ interests 
in Zimbabwe’s labour relations? Please elaborate. 
Simba 
Yah. It has brought some positives. It addressed some issues which brought fairness on 
workplace relations by stopping discriminations and employee basic rights. 
Q3. To what extent has globalisation influenced affirmative action in Zimbabwe’s labour 
relations? 
Interviewer: Considering globalisation and affirmative action, do you believe that globalisation 
influenced affirmative action policies in terms of Zimbabwe’s labour relations? If so, how?  
Simba 
Literally when you look at youth empowerment, indigenisation, these were addressing injustice. 
Also discrimination laws are there to address past unfair treatment. However, laws to do with 
empowerment and indigenisation have not been implemented. 
 
Interviewer: To what can you attribute the lack of implementation?  
Simba 
If you look at a global perspective, if someone is coming with a Direct Foreign Investment and 
you try to detect to the one with the cash on what to do with their money and also that they are 
forced to include 51% of local shareholders it derails the investment altogether.  Investors 
resisted the policy and it failed. 
Q4. What impact has globalisation had on labour relations in Zimbabwe? 






I would say to a certain extent globalisation has made it easy to manage employment relations. 
The workplace relations have been made better. Employers have come to a realisation that 
employee participation is key to productivity. Collective bargaining and employee involvement 
has now improved which has made workplace relations better in the sense that the parties 





Q5. What mechanisms could address the challenges of globalisation in the sphere of labour 
legislation and employment relations in Zimbabwe? 
Interviewer: With your experience in Zimbabwe’s current labour environment, how have you 
been able to cope with globalisation and workplace regulations to manage workplace harmony? 
Simba 
The environment is volatile and is continuously changing. Gone are the days where the 
employee’s opportunities are centred in the same company and country. Employees are highly 
mobile now and one has to ensure there is high employee retention. In that case you constantly 
check yourself against global trends in terms of skill development, remuneration and employee 
welfare and wellness to ensure you are able to retain your best employees. 
 
Interviewer: Given an opportunity to do so, how would you address challenges of globalisation 
with reference to labour legislation, affirmative action and labour relations in Zimbabwe?    
Simba: 
I may say to have a one size fit all approach will not work. The solution is in policy making and 
implementation and make a research as a country and come up with national policies. You cannot 
implement everything coming from the international environment. You have to see what fits the 
industry, culture, values and norms and the business environment and take what applies. 
 
Interviewer: What do you think the employers and employees can do to create harmony in the 
workplace? 
Simba 
The parties should have increased engagement, participation and involvement in decision 
making.  They have to assess what is happening in the industry as a whole then zero down to 
their own industry and come up with workplace agreements and benchmark against other 
players. 
Interviewer: From your previous experience, either as an individual or in an organisation, what 





I have used extensive engagement and employee involvement and it has worked for me very 
well.  
 
Interviewer: Thank you for answering the above questions. Please feel free to add any further 
relevant information that you believe may add value to the discussion, or please ask any 
questions that you may have.  
Simba 
Thank you, I have no questions.  
 
Interviewer: If you need the report or results of the study I will avail it to you after the study. I 
will also come back to you to ascertain whether I have captured your thoughts and views 






Annexure 12 – Patience interview transcript 
 
Interview with Participant 7 – Trade Unionist 
Venue of interview: Harare 
Industry of person: Leather   
Job Title/Capacity: Trade unionist – Legal advisor 
Gender: Female 
Experience in the field: More than 20 years 
Introduction. Thank you for agreeing to participate in this study. The interview will be recorded, 
and I will use my phone to do so. Your personal information and all information that you 
provide, will be treated confidentially.  Can we start the interview now? 
Patience 
We can start. 
Q1. What impact has globalisation had on labour legislation as it relates to employees in 
Zimbabwe? 
Interviewer: The first phase of the questions considers the impact that globalisation has had on 
labour legislation in Zimbabwe. My first question is: how has globalisation influenced 
workplace regulations for employees in Zimbabwe?  
Patience 
In my view section 2A of the Labour Act came about as a result of globalisation. It now provides 
for workplace democracy and advancement of social justice by giving fundamental rights to 
employees. To me this is a good development brought by globalisation. Why? Because 
considering that soon after independence the regulations did not have much of social justice but 
it was a matter of ministerial powers which were governing employment relations. But due to the 
ILO Zimbabwe was now wanting to follow the trend in the aspect of social justice, and you find 
previously there was the master and servant act which took employees as servants. The worker 
was supposed to be subservient to the Master and advance the master’s interests, but now you 
have collective bargaining and parties sit together to discuss issues. That is quite positive.  
 
Section 7 subsection 12 of the Labour Act now have protection of employees by giving the right 
to organise thus promoting workplace democracy, this came about because the country wanted to 
follow global trends through the international labour organisation benchmarks. Then to me also 
see that globalisation has also contributed positively through section 23 of the Labour Act which 
allows formation of Workers Committees in work places to advance social dialogue at 
workplaces. Employees are now part of the decision making in organisations. 
Then on the second question where it requests the impact of globalisation on legislation in 
Zimbabwe. You would see that globalisation came into play by streamlining retrenchment. 
Zimbabwe has now followed the global trend of having a minimum retrenchment package or 
formula to calculate retrenchment. Section 12 in the Labour Amendment Bill now provides for a 
clear minimum package. Also the country needed to be investor centric and bring in easy ways of 






To add on the impact on legislation, you would find out that the right to maternity is a global 
given right and the ILO requires this right to be adhered to. However, Zimbabwe has not 
contextualised this provision in its laws, contract employees and all new employees who have 
not yet reached 1 year of service with the company are not entitled to this benefit. The load is 
now on the employer. 
 
Interviewer: You have answered most of the issues here, but just to follow up, when you consider 
implementation on the ground, are these legislative benefits for employees practiced, or do they 
only appear on paper? 
Patience 
It’s being practiced, because if that is not happening you find that labour inspections are done to 
ensure workplace democracy is practiced. Inspections would probe into finding whether works 
councils are seating and minutes of such meeting will be requested. Where it’s not being done 
you find reports of unfair labour practice being filed. 
Q2. What impact has globalisation had on labour legislation as it relates to employers in 
Zimbabwe? 
Interviewer: Thank you. The second phase of the questions considers how globalisation has 
impacted labour legislation for employers. How has globalisation influenced workplace 
regulations for employers in Zimbabwe?  
Patience 
When you look at the employers, they are now happier. There is high liberalisation of labour 
laws to promote ease of doing business. You will find that government legislative trend is that it 
does not want to burden employers as they bring employment, investment and generate revenue 
for the nation. So, to the employers are believe it’s more positive to them to the extent of 
influencing government policy. In fact, employers are always knocking at government doors 
requesting favourable conditions that promote their business.  
 
Interviewer: To follow up, are there sections from the laws or examples that show that employers 
are benefiting more from the current labour legislation owing to globalisation?  
Patience 
Yes, I would particularly point the retrenchment regulations. They are employer centric. It 
provides that the employer can even proceed to implement the minimum retrenchment package 
even if the other party is not agreeing. Employers are even allowed to apply to pay less than the 













Q3. To what extent has globalisation influenced affirmative action in Zimbabwe’s labour 
relations? 
Interviewer: In terms of globalisation and affirmative action, has globalisation influenced 
affirmative action policies in Zimbabwe’s labour relations? If so, how?  
Patience 
I would say affirmative action was influenced primarily by globalisation. You would find out that 
in 1992 ESAP came about and the country wanted to fit in the economic aspect of capitalism. At 
independence, the leadership of the country was focused on socialism. Now because of the 
impact of capitalism at the global stage the country introduced ESAP as a way of 
accommodating capitalism. That has and is the trend now that capitalism is now dominant. In 
terms of affirmative action, there was land redistribution in 2000 and after that there was a vision 
to emancipate employees through giving employees shares in companies through Indigenisation 
and Empowerment Act. Employees were given shares in companies as a form of equity in 
distribution of wealth. I am sure Zimbabwe was coping from the Ujamaa Concept in Tanzania.  
In terms of Labour Relations this has been positive. Where employees have shares the disputes 
are reduced because they also own the business. Any hindrance to production will obviously 
affect the profits and their final earnings. You find that shares brought some level of harmony at 
the workplace level. It increases productivity and employees would try to maximise their 
contribution. It also promotes motivation and employee retention and social security as they 
benefit from the shares after leaving work. 
Q4. What impact has globalisation had on labour relations in Zimbabwe? 
Interviewer: We will now move to part four of the question. In this section we consider 
globalisation and workplace relations. How has globalisation affected workplace relations 
between employees and employers? 
Patience 
There has always been a class conflict or a class dynamic in workplaces. This has had an impact 
on workplace relations. The class conflict forces democracy. Wherever there is conflict the 
parties are bound to find common ground for them to relate and co-exist. I believe there is 
always mutual gains between the clashes of employers and employees. The relations are built 
upon class dominance, so you find that where one class if more aggressive it gains more and the 
weaker ones seeks to negotiate to find a level playing field.  
 
You would find issues of competitiveness in the global market coming into play to influence 
workplace relations. Whereby the country as Zimbabwe wants to compete with outside markets 
and you would want harmony and peace as such attracts investors. Globalisation has affected 
workplace relations in the sense that the investors actually drive workplace policies. They give 
conditions that if you would want us to operate in your country certain conditions should be met. 









Interviewer: In your view, would you say that both employers and employees are satisfied with 
the current labour relations environment? 
Patience 
I do not think both parties are satisfied. Because you find the employers want to maximise on 
profits whilst employees want to get more from the cake but because of macro-economic 
environment both parties have their wishes not answered. I think they have both been affected 
somehow. I believe the impact is more on the worker who is weaker in terms of bargaining 
power and the adverse effects of the economic challenges.  
Q5. What mechanisms could address the challenges of globalisation in the sphere of labour 
legislation and employment relations in Zimbabwe? 
 
Interviewer: This leads me to the last phase of the questions. Given an opportunity to do so, how 
would you address challenges of globalisation with reference to labour legislation, affirmative 
action and labour relations in Zimbabwe?    
Patience 
There is need to balance the concept in which we leave in. We do not need to take everything that 
comes from the global arena and just implement it, we need to refine it and fit in our on cultural 
background and heritage. We need to balance what we benefit from both capitalism and 
socialism.  
 
Interviewer: What do you think employers and employees can do to create harmony in the 
workplace? 
Patience 
At the workplace they need to make use of their works councils and come up with policies and 
measures which both parties can relate to. Globalisation is now dominant but we need to 
contextualise that within the environment in which the parties live in, that is the workplace. If 
you take the concepts being ushered by globalisation in its totality, there will be conflict and to 
mitigate these conflicts there should be effective engagement. Harmony will be achieved. 
 
Interviewer: Thank you for answering the above questions. Please feel free to add any further 
relevant information that you feel may add value, or please feel free to ask any questions that 
you may have.  
Patience 





Interviewer: If you need the report or results of the study, I will avail it to you after the study. I 
will also come back to you to ascertain whether I have captured your thoughts and views 






Annexure 13 – Mark’s interview transcript 
  
Interview with Participant 8 – Human Resources Business Partner 
Venue of interview: Harare 
Industry of person: Motor  
Job Title/Capacity: Human Resources Business Partner 
Gender: Male 
Experience in the field: More than 15 years 
 
Introduction. Thank you for agreeing to participate in this study. The interview will be recorded, 
and I will use my phone to do so. Your personal information and all information that you provide 
will be treated confidentially.  I will use codes to identify the data. Can we start the interview 
now? 
Mark 
We can start. 
Q1. What impact has globalisation had on labour legislation as it relates to employees in 
Zimbabwe? 
Interviewer: The first phase of the questions considers the impact of globalisation on labour 
legislation in Zimbabwe. My first question is: how has globalisation influenced workplace 
regulations for employees in Zimbabwe?  
Mark 
Ok. I think I can start by looking at what is more recent. Looking at globalisation you can touch 
issues like economies, cultures and even issues of trade being intertwined and interdependent, 
technological factors and even issues of the media. Even labour itself it is now globally 
interconnected you would find that in Europe in the Euro-Zone and European Union labour has 
become globalised such that you can have labour moving from Greece to France and there are no 
real restrictions to talk about. Although the United Kingdom is trying to separate itself from the 
European Union thus trying to put some restrictions. 
 
What has happened in the recent years you would find that internationally many companies, as 
you can understand that in Zimbabwe capitalism has a grip on Zimbabwe’s economy and 
business as it took over from socialism. Capitalism is in control to such an extent that what is 
driving business right now in this volatile environment is business’s flexible for ease adaptation 
to changes. At workplace level business is now offering fixed-term contracts as one option which 
in our business (motor industry) we have registered our employees in the commercial industry 
which is highly flexible and allows fixed term contracts, there are no related costs like pensions. 
Besides the pension fund in motor industry there are strict hours of work, for example if you 
work on Saturday you will be required to be paid overtime. In the commercial sector Saturday is 
a working day. What we have tried to do is that let’s try to casualise as much as we can in the 






Interviewer: Do you mean at real no cost? 
Mark 
Yes, at no cost because a fixed contract when it expires, it expires on affliction of time. You will 
make it clear that there is no legitimate expectation to be continuously hired after the end of the 
contract and even if the contract is renewed. We delay as much as possible to put someone on a 
permanent job. We can renew a fixed contract 6 times before we can make the person permanent, 
so we use longer contracts to maximise on the time to casualise labour. 
 
Interviewer: Does this mean that one can be employed on a one-year renewable contract for six 
years before one becomes permanent, without enjoying any benefits such as a pension fund and 
medical aid?  
Mark 
Yes. Maybe after 4 consecutive renewals we can either terminate the contract or reassign the 
employee to a different role in the company under new terms and conditions. 
 
Interviewer: Considering globalisation and its direct impact on labour laws, what impact do you 
think globalisation has had on the labour legislation in terms of employees’ fate?  
Mark 
What is currently happening now, our labour act has been influenced by international 
organisations like the International Labour Organisation which has a permeating presence in 
almost all countries. The labour standards and legislative provisions are gagged against ILO 
standards. Zimbabwean set up, we have multinational companies, NGOs and Embassies who are 
now operating in Zimbabwe as a result of globalisation. Multinational Companies outsource 
most of their operations, yet our labour Act does not permit labour brooking.  
The law in Zimbabwe is silent on casualising labour and labour brooking. These issues are now a 
reality in the Zimbabwean labour market. I used to work for the milling industry, you would find 
that half of the head-count were outsourced services and we used to outsource through a broker. 
Multinational companies do not need the burden of dealing with labour disputes and whenever 
such came about we could simply terminate the contract with the broker or sent the complaints to 
the broker to deal with. 
 
Interviewer: How has this affected the employees? 
Mark 
This has affected the employees in such a way that despite government not approving labour 
brooking, companies have embarrassed this issue and for the employee, they are paid through the 
broker and the wages are so low and all other related benefits like pensions, medical aid, funeral 
cover and protection by the act is not given. Labour brokers are in the commercial sector whilst 
the companies in which the employees are working for might be in a different industry like 
milling or motor industry. Employees can therefore be manipulated as conditions of service are 






The FDI concept is the one that makes companies come with demands and conditions which are 
changing the Zimbabwean labour market, values and culture. For example, the American model, 
you can verbally dismiss an employee and they can take their goods are go away. These are the 
issues being imported by fixed-term and casual contracts. 
 
In Zimbabwe we used to retrench employees and the process was very elaborate and as of now 
labour legislation we had amendment number 5 of 2015 which came up with a minimum 
retrenchment package. If you look at the package given there of two weeks for every year served 
you can find out that it’s a disadvantage to employees. It’s very little for someone’s surveillance 
after losing a job.  Maybe it can benefit for someone who have worked for an organisation for 
many years. Because we wanted to attract FDI we had to change our legislation to make it 
flexible and enticing for international businesses to invest with a sense that if they would want to 
wind-up they would simply terminate employees by giving the retrenchment package. 
Q2. What impact has globalisation had on labour legislation as it relates to employers in 
Zimbabwe? 
Interviewer: In terms of globalisation’s impact on labour legislation for employers, how has 
globalisation influenced workplace regulations for employers?  
Mark 
I think globalisation has a mixed bag of impact. To employers’ side, it brought about issues of 
international standards. For example, you will have a company saying its business is not 
distribution, transportation or procurement but milling or manufacturing. In that regard it can get 
into partnerships with service providers for other related operations which are not its core-
business, hence can outsource all related costs. In a way globalisation has come up with a 
shamrock type of a business model. If there are any problems from the outsourced company, you 
can simply terminate the contract and engage another service provider.  
Q3. To what extent has globalisation influenced affirmative action in Zimbabwe’s labour 
relations? 
Interviewer: Considering globalisation and affirmative action, has globalisation influenced 
affirmative action policies in Zimbabwe’s labour relations? If so, how?  
Mark 
Affirmative action refers to policies that support a disadvantaged group looking at the past. If 
you look at it, we have countries that are now establishing protectionist policies. For instance, if 
you want to export to Europe you cannot export finished products, you have to export raw 
materials or raw products, the value addition will be done in the countries in which the raw 
materials would have gone. You see why there is an economic war between China and the US. 
Governments are pushed by the interests of its people to try and protect them from the adverse 
effects of globalisation. 
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In Zimbabwe, we have come up with indigenisation and empowerment act, land redistribution 
and employee share ownerships as affirmative action policies to improve the lives of the 




particularly the new mid-term financial policy by the Finance Minister it seemed we have moved 
away from indigenisation and focus is now only on economic empowerment.  Minerals like 
diamond and platinum which were once in the reserve list are now liberalised and an investor can 
come and negotiate for terms even up to 100% ownership. This means money talks and have 
more influence and power. 
 
Interviewer: So, in essence, are you saying that the indigenisation policy failed because of the 
power of those who control the cash? 
Mark 
Off-course they have failed because, initially they could not attract investment in the first place. 
The investor has his own conditions which he sets for him to get benefits from his investment. 
They simply did not invest and as a result government is now relaxing on these affirmative 
action policies.  We also have special economic zones, and from these the conditions of service 
are different from the majority of employees in the mainstream industry. 
 
There are also bi-lateral agreements or relations, for example Zimbabwe and China. There are 
Chinese companies that have been accused of employee abuse but this went no-where because 
they are protected by bi-lateral agreements which supersedes the labour act and Collective 
Bargaining Agreements in that industry. We also have an employee who sent the UN to Court 
and was seeking to attach property but because of the immunity of these organisation the award 
could not be executed. No country is allowed to attach UN property. 
 
If you look at women, the global landscape is that we are all equal. In our society women were 
not supposed to go to work but now government is now advancing the welfare of women. In any 
case, women are more than men hence globalisation brought in laws against discrimination of all 
previously disadvantaged groups. There is no discrimination against gender, race, ethnicity, 
creed, religion etc. 
Q4. What impact has globalisation had on labour relations in Zimbabwe? 
Interviewer: We will now move to part four of the question, which considers globalisation and 
workplace relations. How has globalisation affected workplace relations between employees and 
employers? 
Mark 
If you look at the relationship, there is a shift currently in this issue of worker’s committees. In 
the telecoms industry and NGOs works councils and employee representations do not matter, in 
some cases they do not exist. The company in which you are doing an interview now, we do not 










Interviewer: So, your opinion is that the employee discusses directly with the employer, and 
everything is finalised in the contract of employment. 
Mark 
Yes. There is no need for a middle man. 
 
Interviewer: Can the lack of worker’s committees be attributed to issues of casual contracts, out-
sourcing, and labour broking? 
Mark 
There is no need for employee representation, we do not need one. If any they do it at the 
broker’s offices or at the premises of the out-sourced company. If it causes an issue to the 
company, we simply terminate the contract with the broker. In fact, the courts have ruled to the 
effect that employers are not forced to join National Employment Councils if they do not want 
to.  With such precedence the employers can do what they want and employees can belong to 
nowhere. 
 
Interviewer: To follow up, what has been your experience of the impact of globalisation on 
labour relations? 
Mark 
Globalisation brought about competition. When you operate in Zimbabwe, you will be 
competing with another company operating in China producing similar products. This induce 
pressure to compete at a global level. You would find issues of competitiveness in the global 
market coming into play to influence workplace relations. Chinese companies produce high 
volumes at a very low cost due to advanced technological machinery. For local companies to 
survive the global competition, they ignore some employee benefits and welfare to try to reduce 
costs to reach the competitive edge. 
 
In my pervious company, in milling. We used to benchmark with a South African sister company 
and our Zimbabwean costs were too high. We added up reducing some benefits to ensure that we 
compete at a global stage. The employees are also advised about these issues because failure to 
adapt would mean closure of the operation. This has affected workplace relations.  
 
Interviewer: In your view, would you say that employers and employees are satisfied with the 
current labour relations environment? 
Mark 
No. No. No. No. I think the satisfaction is more inclined to the employer. For employees, 
government tried to introduce a safety net following global trends like in the USA of social 
security. Regardless of whether an employee is on casual or fixed-term contract they are required 
to contribute to social security and the employer also contribute an equal percentage to ensure 





The issue of satisfaction goes to the extent of how valuable is the social security. In developed 
countries there are unemployment benefits given to unemployed citizens. In our case I would say 
we are still very behind regarding social security. For employers, I think it’s better although they 
cry foul regarding current labour laws.  
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Q5. What mechanisms could address the challenges of globalisation in the sphere of labour 
legislation and employment relations in Zimbabwe? 
Interviewer: This leads me to the last phase of the questions. Given an opportunity to do so, how 
would you address challenges of globalisation with reference to labour legislation, affirmative 
action, and labour relations in Zimbabwe?    
Mark 
I think, what is happening now is the way to go with the current Finance Minister. The economy 
has to grow first. If the economy is good even if one if dismissed they can get a job anytime. But 
with the current status it is really difficult. There should be consorted effort to fix economic 
factors and all others will take shape.  
 
Interviewer: What do you think employers and employees can do to create harmony in the 
workplace? 
Mark 
It has to start with the employer. The employer should have quality control tools like total quality 
management, or simple things like the 5s looking at issues like house-keeping. The idea here is 
how employers can work on producing at a low cost without affecting the employees’ wages and 
conditions of service. It is not about reducing costs by making savings on employee benefits and 
wellness. Effort should be put on addressing efficiency, quality, avoid reworks, avoid 
unnecessary expenses like injuries etc.   
 
Interviewer: We have come to the end of our questions, thank you. Please feel free to add any 
further relevant information that you feel may add value to our discussion, or feel free to ask any 
questions.  
Mark 
Looking at it, I think what you may need to understand is that Zimbabwe is heavily affected by 
globalisation. Right now we do not have power and we need to import from ESCOM in South 
Africa. ESCOM made a 20-billion-rand loss, looking at it they might not be able to continue 
supplying us with power because they are making losses. Besides that, we have acute forex 
shortages to have an uninterrupted importation of power. Looking at it, business is affected and 
strategies that are going to affect employment relations are going to be crafted for example night 
work, measure to avoid retrenchment where employees only come to work on those times where 
power will be there and get paid for those specific hours they would have worked for. Employers 





We are now sending employees on forced leave whenever we do not have power. This has helped 
to reduce leave liability. That is why employers no longer need unions because a union would 
say the contract says the employee should work from 8am to 5pm and not during the night. This 
will create challenges and eventually lead to closure of business or loss of jobs. Flexibility is 





Interviewer: Thank you. I will do a transcript and then analyse the data. I may approach you 
again, requesting your assessment of whether I captured and interpreted your thoughts and 
views in the way you intended.  
Mark 
So that we can have interpersonal trust between you and me. If you need clarity you have my 
contacts, you can reach me and I can clarify the issues. 
 
 























Annexure 14 – Ryan’s interview transcript 
 
Interview with Participant 9 – Deputy Secretary General 
Venue of interview: Bulawayo 
Industry of person: Food  
Job Title/Capacity: Deputy Secretary General 
Gender: Male 
Experience in the field: More than 19 years 
Introduction. Thank you for agreeing to participate in this study. The interview will be recorded, 
and I will use my phone to do so. Your personal information and all information that you provide 
will be treated confidentially.  I will use codes to identify the data. Can we start the interview 
now? 
Ryan 
You are welcome. Yes, we can start. 
Q1. What impact has globalisation had on labour legislation as it relates to employees in 
Zimbabwe? 
Interviewer: The first phase of the questions considers the impact that globalisation has had on 
labour legislation in Zimbabwe. My first question is: how has globalisation influenced 
workplace regulations for employees in Zimbabwe?  
Ryan 
Thank you very much for according me this opportunity to part of the interview process on your 
study of globalisation. I am sure you understand that globalisation is in short coming of the 
world into a single global community to such an extent that whatever is happening in Europe, 
Africa or Asia is common and more similar. When it comes to Zimbabwean labour relations you 
will realise that there is this issue called special economic zones which is actually an import 
borrowed from globalisation. Zimbabwe adopted this notion looking for foreign direct 
investment. You will find out that the countries that will be investing they will need liberalisation 
of labour laws so that it will be ease and cheaper for them to do business. You will realise that the 
labour act for example is so strict in the manner in which the employer is expected to deal with 
employees, but in the developed world it is ease to hire and fire employees. 
 
They also would want to ensure that labour is so cheap and most companies ensure that labour 
costs are less than 30% of their expenditure. For the investors to invest they would then dictate 
some conditions to safeguard their investment and also ensure that they maximise on profits by 
dictating what the employee should be paid. That is the reason why we now have special 
economic zones legislation which accords some industries immunities. For example, in the food 
industry we have some companies that have been placed under special economic zones with an 
aim to attract investment and that had a direct negative impact on employees. As a trade union 







You would realise that in the same company some certain departments may be placed under 
special economic zones which reberalise (liberalise) the employer to be free and to do what its 
deems necessary and can go away with anything even if it violates worker rights. I may give 
examples like Nestle Zimbabwe, Cains Foods and Sweppes.        
 
The problem now is that some companies that are given special economic zone licences are 
transnational companies that operate in various countries and continents like Asia, Africa, 
Europe, Latin America, and the Middle East etc. They therefore copy and implement without 
adjustment the way they handle labour administration in special economic zones outside 
Zimbabwe. Now, if you look at the gross domestic product of Zimbabwe it is very far below 
such that it is not possible to introduce special economic zones with similar conditions to those in 
developed and stable economies in Europe and America. This then affect the labour legislation 
and the labour act does not apply for employees in special economic zones. The employees are at 
the mercy of the employer. 
 
Interviewer: So, in this category there is nothing that can be done to alleviate the plight of 
workers? Does this mean that the setting of wages is the sole responsibility of the employer? 
Ryan 
For us as a trade union we have engaged the Ministry of Industry and Commerce for them to 
look at the issue and get the input of the unions to see how these employees can be included in 
order for them to have some level of protection from the act. We are in engagement but so far 
they have no protection. Special economic zones is a borrowed phenomenon and it is being 
applied without due diligence as to its practicability in an economy such as Zimbabwe.  Even 
companies that are making profits and can afford to pay better wages, they are also giving unfair 
wages by virtue of them being placed under special economic zones. In worse scenarios they can 
apply to place one department of their operation in special economic zones such that employees 
of the same company end up having different wages. I will give you an example of one company 
that bought a company in Beitbridge and created a plant that crush oranges to juice and the plant 
that they have in the rural Estates of Beitbridge is the same with the one they have in Harare. The 
machine operators perform similar jobs but those in Beitbridge were placed in special economic 
zones under agriculture industry and earn very low wages than their counterpart in Harare. The 
company applied for an interdict to bar the union from representing the employees in Beitbridge. 
Special economic zones might be working elsewhere but they are not compatible to our 
environment here in Zimbabwe. 
Q2. What impact has globalisation had on labour legislation as it relates to employers in 
Zimbabwe? 
 
Interviewer: In terms of the impact of globalisation on labour legislation with specific reference 






You would realise that with regard to the employers the liberalisation of the labour market and 
laws enabled them to easily hire and fire and the impact is positive. Employers can now 
determine the wages whether it is fair or not. Those in special economic zones there are no 
worker’s committees and employees are at the mercy of the employer. 
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Interviewer: Please comment on the issues that you have raised, namely casualization of labour 
and fixed term contracts.  
Ryan 
This is quite a problematic element and in the food industry it has become so bad. The high 
casualization of labour and fixed term contracts have affected the industry. There are more 
contract employees than permanent employees. The permanent employees are those who have 
been in the system for a long time whilst all those hired as new in are being placed on fixed-term 
contracts. In some cases, the employees were terminated on three months’ notice and were 
reengaged on new contracts as fixed term contracts. A good number of jobs are of permanent in 
nature but instead they now give fixed-term contracts. 
 
The other issue that is on the rise is the issue of subcontracting. Employers are now 
subcontracting or outsourcing services from labour brokers. This is a problem in that the 
employer has a contract with the labour broker and all the employees will be engaged by the 
labour broker whose employees will all be on fixed-term contracts. The employees engaged 
directly by the company are paid differently from those ones employed by the broker yet 
performing the same functions. Employees from brokers are paid in line of the commercial 
sectors industry which is huge and has very low wages and probably the least paying industry 
together with the agriculture industry. Labour brooking and outsourcing are emerging concepts 
borrowed from globalisation as they emanated from developed countries and transnational 
companies bring these concepts in the labour market. Yes, there is immediate financial gain for 
employers due to cutting costs but in the long run it affects production as this does not retain 
employees and led to companies losing its experienced workforce. Employees on fixed-term 
contracts do not have attachment to the company and motivation is low they don’t view 
themselves to be part of the organisation. 
Q3. To what extent has globalisation influenced affirmative action in Zimbabwe’s labour 
relations? 
Interviewer: Thank you. In respect of globalisation and affirmative action, to what extent has 
globalisation influenced affirmative action in Zimbabwe’s labour relations? Has globalisation 
influenced affirmative action policies in Zimbabwe’s labour relations? If so, how?  
Ryan 
I would directly say the policy of special economic zones gave a soft landing on employers to 
promote business in certain industries which were lagging behind, less invested or which are of 
importance to government. The issue is emanating from the need of the nation to have 




industrial relations. The policies are always out of line with existing legal framework and there is 






Q4. What impact has globalisation had on labour relations in Zimbabwe? 
Interviewer: The fourth phase of the questions considers the impact of globalisation on labour 
relations in Zimbabwe. How has globalisation affected workplace relations between employees 
and employers? 
Ryan 
We are now at the shop-floor level at the workplace where we have our managers, worker’s 
committees and the works council. You would realise that the relations are strained. Most of the 
employees we have in industries currently are predominately contract employees on fixed term 
contracts who do not have job security. They do not participate in workplace collective 
bargaining because they know that they will soon be out of jobs. In that regard we have 
employees who are not willing to negotiate with the employer and in most cases employers end 
up doing what pleases them and what they deem fit.  At the same time this is dangerous and 
employees don’t feel to be part and parcel of the organisation and in most cases they do not share 
the vision, mission and goals of the company. Most employees in industries are underpaid 
because the employer determines the wage for each category of employees. The employees are 
disadvantaged from other benefits like pensions, medical aid and all benefits associated with 
being a permanent employee. There is no trust and sense of belonging and this has an effect on 
production and employers usually loose experienced employees. There are more negatives as 
compared to positives in the labour relations as a result of globalisation. 
 
Interviewer: Would you say that employers and employees are satisfied with the current system? 
 
Ryan 
I will start with the employees. The employees feel that they are hard-done by the current 
legislation particularly the recent amendment on retrenchment. For example, the compensation 
for loss of employment. Government saw it wise to come up with a benchmark on retrenchment 
package and probably to be in line with other countries who also have the same legislations. 
However, the problem now is that even the employers who are able to pay more are now just 
paying the minimum package. Secondly there is the issue of the national code of 2006. The 
legislation is too broad and it is so easy to dismiss an employee using the national code. The 
offenses are general and is hugely abused by the employers. There are also issues to do with 
remunerations. The labour act does not prescribe for minimums and that duty have been left for 
the national employment councils to do as a way of liberalisation of the labour market and 
provide for internal negotiations at the workplace level through works councils. The labour act is 




minimum wages and even if companies are able to pay more they pay the minimum 








Interviewer: There is the concept of applying for exemptions, which is not part of the Labour Act, 
but the NEC has created this provision to allow companies to apply for exemptions. 
 
Ryan 
This is also problematic and is highly increasing and employers are required to submit proof of 
incapacitation and some of the documents presented are highly questionable. The employees in 
some cases actually know that they are working and are making profits but still their companies 
apply for exemptions to pay minimum wages. 
 
Interviewer: Where does this phenomenon come from? It is not in the Labour Act, but, 
surprisingly, it has found its way into the labour market. 
Ryan 
I think the labour relations bible should be the labour act and any statute should have support of 
the labour act. The import and use of this concept is wrong, it is like one trying to climb a tree 
from the branches and not the trunk. The labour act should set clear guidelines for this provision. 
There should be consistency in application and implementation of this issue. The decision of the 
NECs on this issues are not appealable in any court because it does not exist in our labour 
legislation. 
Q5. What mechanisms could address the challenges of globalisation in the sphere of labour 
legislation and employment relations in Zimbabwe? 
 
Interviewer: This takes us to the last phase of the questions that considers mechanisms that can 
address the challenges of globalisation in the sphere of labour legislation and employment 
relations in Zimbabwe. Given the opportunity, how would you address challenges of 
globalisation with reference to labour legislation, affirmative action and labour relations in 
Zimbabwe? 
Ryan 
When we talk of industrial relations we are talking of partnership between government, labour 
and business. If government think of coming up with policies and new laws, there should be 
extensive engagement with unions and business. Each and every legal framework should be 
assessed in its totality and the labour act should speak to each policy whether it is a borrowed 




co-exist between the employer and employees. CBAs should conform to policies introduced by 
government and you would see that the policy is not compatible with the industry and the labour 
act. At the workplace, the agreements should be compatible with national policies. There is need 
to educate the employers and employees to ensure that policies are well known by both parties to 
ensure industrial harmony. Labour market flexibility and liberalisation of the market should be 
properly contained in the laws. 
 
5 
Interviewer: From your previous experience, either as an individual or in practice, what 




As a trade union we rolled out a training exercise across the nation working together with 
employers to educate employees and employers on globalisation. We write books and magazines 
addressing these issues. We have invested a lot in training and education on what is globalisation, 
what is labour market flexibility, casualization of labour, fixed-term contracts etc. This has 
helped in bringing harmony. Our workplace stewards are well trained on this issue to negotiate 
and deliberate with employees. This is however not enough, we have asked the Ministry of 
Labour to also work towards embracing globalisation and share information with unions and 
business. We are also highly involved with Tripartite Negotiating Committee and we are pushing 
for this body to be a creating of the Act of Parliament so that its decisions are binding.  We are 
also engaging the Human Resources Departments and Companies to engage employees on 
permanent basis than fixed-term contracts as it benefits them for improving production quality 
and retaining experienced employees. We have also entered into agreements with employers to 
place employees who will have worked for a year and above to be engaged on permanent basis.  
 
Thank you for participating in the study. I may revert to you for further assistance and 



















Annexure 15 – Tracy’s interview transcript 
 
Interview with Participant 10 – Industrial Relations Officer 
Venue of interview: Bulawayo 
Industry of person: Commercial sector 
Job Title/Capacity: Industrial Relations Officer 
Gender: Female 
Experience in the field: More than 8 years 
Introduction. Thank you for agreeing to participate in this study. The interview will be verbally 
recorded, and I will use my phone to do so. Your personal information and all information that 
you provide, will be treated confidentially.  I will use codes to identify the data. Can we start the 
interview now? 
Tracy 
You are welcome. Yes, we can start. 
Q1. What impact has globalisation had on labour legislation as it relates to employees in 
Zimbabwe? 
Interviewer: The first phase of my questions considers the impact of globalisation on labour 
legislation in Zimbabwe. My first question is, how has globalisation influenced workplace 
regulations for employees in Zimbabwe?  
Tracy 
To begin with you will find out that we have the International Labour Organisation which is the 
global watchdog on labour issues and set basic standards. In terms of employees looking at 
Zimbabwe in particular, we use the Labour Act and most of it shows that it favours the 
employers and despite ILO standards employees’ rights are very limited. If you compare 
employees in transnational companies for example those in South Africa’s Nandos and 
Zimbabwe’s Nandos they do not enjoy the same benefits because of differences in the 
economies. Globalisation could have been good to bring standardisation but somehow such 
benefits are not clear and not forthcoming. 
 
Interviewer: Would you say that it has brought about a positive or negative impact? 
Tracy 
While without proper research as to understand the extend I would say it has brought negatives 
because when investors come into Zimbabwe they are more interested with their profits first 
before anything else, and are not concerned with meeting ILO standards or adhere to labour 
laws. 
 
Interviewer: In your view, what is the direct impact of globalisation on labour legislation? Is 





Yes, there is. For example, on maternity leave provisions, remuneration and provision of 
collective bargaining and right of employees to organise themselves. 
 
1 
Q2. What impact has globalisation had on labour legislation for employers in Zimbabwe? 
Interviewer: We are going to the second phase. What impact has globalisation had on labour 
legislation for employers in Zimbabwe? How has globalisation influenced workplace regulations 
for employers in Zimbabwe? 
Tracy 
The employers are required to follow specific procedures and regulations for them to follow 
when they deal with employees. Employers’ interests are well catered for in the current labour 
legislation from company codes of conducts and industry codes of conducts where employers 
take direct initiative to regulate the work place through codes of conduct. They also craft internal 
policies and procedures to govern the workplace relations. Partly, the employers positively 
benefit from the laws. Globalisation somehow though leads to exploitation of employees by 
employers as transnationals always force their systems into companies in different countries they 
operate in. 
Q3. To what extent has globalisation influenced affirmative action in Zimbabwean labour 
relations? 
Interviewer: Let us now consider the extent, if at all, to which globalisation has influenced 
affirmative action in Zimbabwe’s labour relations? Were affirmative action policies in 
Zimbabwean labour relations influenced by globalisation and, if so, how? 
Tracy 
Yes, affirmative policies where influenced by globalisation. For example, the maternity leave 
policy it is an input from ILO standards to afford women maternity leave as a right.  
 
Interviewer: How have workplace labour relations been impacted by the combined effect of 
globalisation and affirmative action policies? 
Tracy 
There is a change in appreciating for example women in the employment relations. When you 
also look at amendment number five. You would find out that employers are most likely to put 
employees on fixed term contracts than permanent employment because of the application of 
compensation of loss of employment in retrospect. To avoid such compensation, the employers 




Q4: What impact has globalisation had on labour relations in Zimbabwe? 
Interviewer: We are now on the fourth question. What impact has globalisation had on labour 






Globalisation also entails the advancement in technology. Zimbabwe does not adjust timeously 
with these changes and the laws are not compatible with the new changes. It takes forever for 
Zimbabwe to align its laws with changing trends and as such employers and employees are 
always in disputes. Employers mainly are concerned with production whilst employees would 
feel that the changes are unfair on the part of and require new regulation or change of 
remuneration or conditions of service which things will not be coming.  
Q5.What mechanisms could address the challenges of globalisation in the sphere of labour 
legislation and employment relations in Zimbabwe? 
Interviewer: This then takes us to the last phase of the questions, namely to consider mechanisms 
that can address the challenges of globalisation in the sphere of labour legislation and 
employment relations in Zimbabwe. Given the opportunity, how would you address challenges of 
globalisation with reference to labour legislation, affirmative action, and labour relations in 
Zimbabwe? 
Tracy 
It requires employees and employers alike to have knowledge of what is happening in the global 
community. Hence, training and exchange programs with other countries to educate social 
partners on these issues. It is also important to mix young employees and older employers so that 
there is fusion which will help the two groups to quickly learn global factors affecting them at 
their different levels. 
 
Interviewer: What do you think employers and employees should do to mitigate the effects of 
globalisation at a workplace level in order to achieve harmonious employment relations?   
Tracy 
We always encourage dialogue and that is the only thing that will work. Transparent 
communication and use of the works councils to discuss issues that affect each part freely. In so 
doing it would be ease to identify training needs and address issues of differences mutually. 
 
Interviewer: From your previous experience, either as an individual or in practice, what 






Currently, we have done quite a number of programs with ILO and with the NECs. Twice a year 
we have a team that goes to Turin for training and educative seminars on globalisation, best 












Not really left out but it would also be in the best interest if there are national programs on this 
areas for both employers and employees to have continuous educative forums and proffer 
solutions to issues impacting the world of work.  
 
 
Thank you for your participation. I may come back to verify information that I have captured 






















Annexure 16 – Takunda’s interview transcript 
 
Interview with Participant 11 – Human Resources Manager 
Venue of interview: Gweru 
Industry of person: Tertiary Education/University 
Job Title/Capacity: Human Resources Manager 
Gender: Male 
Experience in the field: More than 20 years 
 
Transcript of a Verbal Interview 
Introduction. Thank you for agreeing to participate in this study. The interview will be verbally 
recorded, and I will use my phone to do so. Your personal information and all information that 
you provide, will be treated confidentially.  I will use codes to identify the data. Can we start the 
interview now? 
Takunda 
You are welcome.  
Q1. What impact has globalisation had on labour legislation as it relates to employees in 
Zimbabwe? 
Interviewer: The first phase of my questions consider the impact of globalisation on labour 
legislation in Zimbabwe. My first question is: how has globalisation influenced workplace 
regulations for employees in Zimbabwe?  
Takunda 
Maybe I can start with the issue of the ILO convention which is an international regulatory board 
which guide national statutes globally. Labour legislations follow the ILO recommendations and 
principles. We can safely say globalisation has influence on labour legislation in Zimbabwe. 
These standards have given a universal approach to promulgation of laws internationally. 
Interviewer: As a follow-up question, in your experience, has globalisation contributed 
negatively or positively to employees? 
Takunda 
Yes, in has positively contributed. If you look at the issue of collective bargaining that we 
experience in Zimbabwe, it is actually coming from the principles of the right to collective 
bargaining and workplace democracy in ILO convention 98. It has set a platform such that in all 
countries employees have a basic right to negotiate with their employees and it is shaping 











Q2. What impact has globalisation had on labour legislation as it relates to employers in 
Zimbabwe? 
Interviewer: We are going to the second phase. What impact has globalisation had on labour 
legislation for employers in Zimbabwe? How has globalisation influenced workplace regulations 
for employers in Zimbabwe? 
Takunda 
I think the impact on the employee is similar to the one on the employer side. When you look at 
the employers, they are also mandated to negotiate with employees and practice workplace 
democracy. For employers, they are also using the worker’s committees to have their support in 
new workplace procedures and policies which has helped to improve employee involvement and 
assisted in better management of workplace relations. In most cases, employers influence 
employees to ratify what they want to implement.   
 
Interviewer: Your view is that there is democracy, but when negotiations are conducted, the 
employer has an upper hand and, in the end, it looks like it is a combined effort, but in practice, 
the employer’s needs are the ones that carry the day? 
Takunda 
Definitely; this is what happens practically but on paper the consultations and negotiations 
happen. If you look at it closer, the employer has more muscle financially and has the expertise 
from its managers who are professionals in various areas to negotiate better than employees. The 
worker’s committee might be constituted with non-expert people. 
 
Interviewer: When you look at the FDI and market liberalisation, how do you view the labour 
legislation playing field, in practice? 
 
Takunda 
If you check especially in Zimbabwe. The main investors are the Chinese and these are trying to 
import their standards into Zimbabwe. The proliferation of Chinese came with it rampant use of 
casual contracts and fixed-term contracts. Most local companies are also following this trend. 
The Chinese approach is becoming global to African states and in Zimbabwe the way we try to 
intervene is to accommodate these investors by allowing these practices. We have also 
introduced export processing zones and special economic zones where in certain areas the labour 
act does not apply. The majority of these companies are foreign owned companies and Chinese 















Q3. To what extent has globalisation influenced affirmative action in Zimbabwe’s labour 
relations? 
Interviewer: We are now on the third phase. To what extent has globalisation influenced 
affirmative action in Zimbabwean labour relations? Were affirmative action policies in 
Zimbabwean labour relations influenced by globalisation, if so how? 
Takunda 
I would like to believe so. If you check the international standards or even ILO labour laws 
should not discriminate in terms of gender, sex or religion. In Zimbabwe, we are in an 
environment where we want to promote women, disabled or less privileged people and the 
labour act is clear in this regard. 
 
Interviewer: How do you view the indigenisation and economic empowerment policies, and how 
have these affected employment relations? 
Takunda 
These policies have had a huge impact. Politically indigenisation and economic empowerment 
policies have not really worked. If you check the new labour amendment number 5 this is a way 
to relieve indigenous companies and Zuva is a local company that took over from BP Shell. The 
labour legislation has provided for an ease retrenchment package to benefit employers and also 
to lure investment. There is a call from employees to amend the labour act but there seem to be 
no movement to really work on this issue. There is also issue of the rise of informal companies 
because of indigenisation. 
 
Interviewer: Are informal companies covered by the Labour Act? 
Takunda 
The informal companies are not covered by the labour act and the companies are not even 
known. Most of the companies are actually family companies and wages are not regulated and 
everything is not controlled. 
Q4. What impact has globalisation had on labour relations in Zimbabwe? 
Interviewer: We are now in the fourth phase of the questions.  What impact has globalisation 
had on labour relations in Zimbabwe? How has globalisation affected workplace relations 
between employees and employers?  
Takunda 
Globalisation came up with workplace democracy and this has brought about good relations at 
the work place. If you look at convention 87 of ILO it empowers employees to engage in 




employees to ensure that harmony is maintained.  The universal approach to guidelines that 






Interviewer: In your view, are employers and employees satisfied with Zimbabwe’s current 
labour relations environment?   
 
Takunda 
Yes, to some extent. You will find out that to some extend the employees are advantaged and in 
some cases the employer is also at a disadvantage. I think both parties have some level of 
satisfaction.  
 
Q5. What mechanisms could address the challenges of globalisation in the sphere of labour 
legislation and employment relations in Zimbabwe? 
Interviewer: Let us now look at the last phase of the questions on mechanisms that can be used to 
address challenges of globalisation in the sphere of labour legislation and employment relations 
in Zimbabwe. Given the opportunity, how would you address challenges of globalisation with 




If you look at the nature of legislation in Zimbabwe, the guidelines and implementation of labour 
standard from ILO are not mandatory on nations. Because of that, some countries implement 
other conventions and decide not to on others. It is good to come up with basic universal 
standards that are respected by all countries. Especially with increased labour migration and high 
diversity now associated with transnational companies the need to have basic baselines is critical. 
The labour legislation for example in the southern African region differs from country to country 
and this is a huge challenge that can easily be addressed.  
 
Interviewer: At a workplace level, what do you think the employer and employees should do to 
address challenges of globalisation? 
Takunda 
Companies in modern workplaces now have a diversified workforce with employees from 
different religion, culture, values and norms due to differences in countries of origin. The 
workplaces should be able to accommodate all the differences and through works council 
collective bargaining and communication these challenges can be addressed. Let’s start from the 














Not really serve to say it is paramount to ensure that companies are able to tolerate differences at 
workplace level and also discuss with employees regarding some global trends before 
implementing at the workplace. 
 
Thank you for your participation. I may come back to you to verify information that I have 






















Annexure 17 – Ray’s interview transcript 
 
Interview with Participant 12 – Senior Human Resource Officer 
Venue of interview: Bulawayo 
Industry of person: Manufacturing  
Job Title/Capacity: Senior Human Resources Officer 
Gender: Male 
Experience in the field: More than 5 years 
Introduction. Thank you for agreeing to participate in this study. The interview will be verbally 
recorded, and I will use my phone to do so. Your personal information and all information that 
you provide, will be treated confidentially.  I will use codes to identify the data. Can we start the 
interview now? 
Ray 
You are welcome.  
Q4. What impact has globalisation had on labour legislation for employees in Zimbabwe? 
Interviewer: The first phase of my questions considers the impact of globalisation on labour 
legislation in Zimbabwe. My first question is: how has globalisation influenced workplace 
regulations for employees in Zimbabwe?  
Ray 
I would like to believe that to a greater extent it has. If you look at the ILO recommendations you 
would find that much of our labour legislation is deriving from there with issues like employee 
democracy and rights to collective bargaining, industrial action and also provisions against 
discrimination. Further, our law is very similar to that of South Africa because they both 
originate from the Roman-Dutch law principles. The trends in South Africa also affect trends in 
Zimbabwe. For example, South Africa have a minimum retrenchment package and Zimbabwe 
also followed the same trend, when South Africa came lessened maternity leave Zimbabwe also 
followed suit. When it comes to the issue of labour brooking South Africa outlawed this practice 
and currently there is increased advocacy to outlaw the same in Zimbabwe. 
Interviewer: In your view, which sections of the Labour Act would you say were directly affected 
by globalisation in Zimbabwe? 
Ray 
Maternity leave. The pressure to have maternity leave coming from the ILO convention in 2000 
had great impact on Zimbabwean provisions of maternity leave. 
Interviewer: In your view, would you say that employees have benefited from the impact of 
globalisation? 
Ray 
Yes, employees have really benefited. The labour act is more of a tool to protect employees 






Q2. What impact has globalisation had on labour legislation for employers in Zimbabwe? 
Interviewer: We are now considering the second phase of the questions, that is, the impact of 
globalisation on labour legislation for employers in Zimbabwe. How has globalisation 
influenced workplace regulations for employers in Zimbabwe? 
Ray 
The coming in of globalisation and the issue of FDI is affecting our HR setups and we are seeing 
overnight employers with overnight objectives, high abuse of employees, non-compliance with 
statutes, and culture dilution where an MD of a transnational company manages employees with 
different values and norms. These have strained the workplace relations seriously. In some cases, 
globalisation has also caused incitation in collective job action and what employees or employers 
would want to replicate what they will have seen on world news or in suggestive forums which is 
not health. 
At some extent it is affecting negatively at the employer because of the increased lobbying 
against employers. For example, the current use of labour broking and outsourcing which looked 
to be a benefit of employers have come under severe criticism from lobbyist.  
 
Interviewer: When you consider the current structure of the country’s labour laws, are there 
sections that you would say benefit employers? 
Ray 
There is introduction of independent contractors and companies are hiring employees through 
out-sourcing and labour broking. This is giving a new direction to our employment relations. 
When you see a company to be said to employ 400 employees, most of those employees will not 
be direct employees but are contract employees from a labour broker whom the company will 
have engaged to give services. 
 
Interviewer: In your experience with Zimbabwe’s labour legislation, has globalisation positively 
or negatively affected employers’ interests?    
Ray 
I think it has affected employers negatively. The moment employers suffer heavily from lobbyist 
and legal law-suit. 
Q3. To what extent has globalisation influenced affirmative action in Zimbabwe’s labour 
relations? 
Interviewer: We are now in the third phase. To what extent has globalisation influenced 
affirmative action in Zimbabwe’s labour relations? Were affirmative action policies in 
Zimbabwe’s labour relations influenced by globalisation? If so, how? 
Ray 
There is now high recognition of affirmative action in our laws especially in recruitment, cap 








Interviewer: How do you view the indigenisation and economic empowerment policies, and how 
have these affected employment relations? 
Ray 
I have a divergent view on that one. Indigenisation and employee empowerment promoted 
creation of informal traders who operate outside the labour act. It has also affected unions where 
some issues that should be straight forward are now being politicised. This has complicated 
employment relations in Zimbabwe.  
 
Q4. What impact has globalisation had on labour relations in Zimbabwe? 
Interviewer: We are now in the fourth phase of the questions.  What impact has globalisation 
had on labour relations in Zimbabwe? How has globalisation affected workplace relations 
between employees and employers?  
Ray 
I would like to believe that the relationship is now complicated. For example, you have 
employees comparing wages with those in developed world and surrounding countries yet the 
operating economic environment is different. You take for instances doctors are constantly on 
industrial job action requesting better condition at the same level with doctors in developed 
economies or stable economies. This has continuously put pressure on employment relations. I 
believe that there is great impact due to automation of production. Skills are changing and 
production processes are now highly automated and move from labour intensive to focus on 
machines. This will reduce number of employees, yet getting high quality products. Human 
resources has also developed to e-filing and HR-Metrics. ILO has even argued that some jobs are 
now phasing out whilst new ones are emerging, these changes are affecting relations and the 
workplace is changing.   
 
Interviewer: In your view, are employers and employees satisfied with the current labour 
relations environment in Zimbabwe?  
Ray 
On production terms there is satisfaction but legally and on relations concepts I would say no.  
 
Q5. What mechanisms could address challenges of globalisation in the sphere of labour 
legislation and employment relations in Zimbabwe? 
Interviewer: Let us now look at the last phase of the questions on mechanisms that can be used to 
address the challenges of globalisation in the sphere of labour legislation and employment 
relations in Zimbabwe. Given the opportunity, how would you address challenges of 








The first issue to be addressed is the social security in the country. For example, currently there 
is global pressure to move towards unlimited maternity leave for female employees, ILO has 
already come up with the convention 189 on maternity leave. In Zimbabwe, female contract 
employees are not covered even permanent employees who still have not completed a year of 
service with the organisation do not benefit from maternity leave. They take unpaid leave. In my 
view, these factors of national issue should be borne by the nation’s social security fund and not 
employers. There should be a national social security for issue like this. There is need to really 
assess closely the global trends and we do not need to adopt them as they are but assess and 
come up with a hybrid of what suits us. Unfortunately, we are adopting everything even if it is 
not relevant and without capacity.  Government should correctly interpret these global trends and 
not to put unnecessary pressure on employers and employees. 
 
Interviewer: At a workplace level, what do you think the employer and employees should do to 
address challenges of globalisation? 
Ray 
The problem with employees is that of high expectations. Employees should moderate their 
expectations considering the capacity of their companies. For employers as they adopt new 
trends of technology or changes in the organisation it should not come as a surprise to 
employees. Communication and collective action is the only way to go if there is to be successful 
managing of challenges posed by globalisation. 
 
Interviewer: From your previous experience, either as an individual or in practice, what 
strategies have you implemented to address challenges posed by globalisation in the area of 
employment relations? 
Ray 
We have introduced artificial intelligence in our automation systems such that our employees are 
well informed and educated on the new changes, even when we introduced the bio-metrics 
system we engaged employees of the new system and how it works. The process has made us 
retrench human resources clerks and they are already appraised of these developments.  
 
Interviewer: Thank you, that was my last question. Please feel free to add any further 
information.  
 
Thank you for participating. Following data analysis, I will share with you an abstract of the 






Annexure 18 – Sarah’s Journal 
 
Participant Journal Participant 13 – Senior Human Resource Officer 
Venue of interview: Mutare 
Industry of person: Manufacturing 
Job Title/Capacity: Senior Human Resources Officer 
Gender: Female 
Experience in the field: More than 10 years 
Q1. What impact has globalization had on labour legislation for 
employees in Zimbabwe? 
Sarah  
Globalization has influenced the workplace in Zimbabwe by, Lowering wages and salaries for 
employees.  The fast growing Chinese have brought in the culture of cheap labour which is 
popular in China, thus wages in Zimbabwe have also been drastically affected especially for 
those employed by the Chinese. New technology has come which has improved work. 
International companies has brought in technology which Zimbabwe had not grasped, making it 
easier to work and also conform to international standards. It has also promoted cultural 
Diversity. 
 
What, in your view, has been the impact of globalization on labour legislation in Zimbabwe? 
Sarah 
Globalization has had both positive and negative impact on labor legislation:  
Collective bargaining still takes place at local level, and of very limited scope thus counterparts 
in the same position but in different countries do not get the same remuneration. For example, 
Unions negotiate for industry wide salaries for Zimbabwe only. 
On the other hand, policy is also coined in such a way to accommodate adoption of international 
cultures and diversity which brings in fresh ideas.  
 
In your view and experience, has globalization contributed positively or negatively to labour legislation 
that protects employees’ interests in Zimbabwe? 
Sarah 
In my opinion, in Zimbabwe due to the influx of Chinese companies and less Western 
companies, Globalization has contributed negatively to labour legislation that protects 
companies. The Government has not been able to restrict cheap labour policies brought in by the 
Chinese. Even though the NSSA policy strictly advocates for Protective Clothing, legislation has 
not been clear on the quality of clothing and thus we see an influx of poor protective clothing 









Globalization has allowed employers to exploit employees in Zimbabwe. Indian and Chinese 
employers subject employees to ling working hours with little remuneration. Employers come to 
instil cultures from the parent companies. For example, due to high population in China, labour 
is very cheap, and when Chinese investors come to Zimbabwe they still enforce the cheap labor 
culture and because Zimbabwe is in great need of investors, these investors are given leeway to 
do as they please. 
Q2. What impact has globalisation had on labour legislation for 
employers in Zimbabwe? 
Sarah 
In my view globalization has not facilitated the codification of employer’s interest, in my view 
the Labour Laws are too skewed to even encourage investment which is why probably 
Zimbabwe is only attracting the Chinese who are not really faithful to laws. For example, the 
Labor act has rights for employees but does not codify rights for employers. Zimbabwe is one of 
the few countries still justifying the payment of retrenchment packages. In most developing 
countries, when you leave your job, you are paid your pension which you contributed and the 
salary for the month you worked. 
 
In my view, Globalization has really not made an impact to employers seeing as Zimbabwe still 
coin its legislation as far as labour law is concerned. One might argue that Employers have 
benefited from the cheap labour, but this is only relevant if the employer is an international 
organization. 
Q3.To what extent has globalisation influenced affirmative action in 
Zimbabwe’s labour relations? 
Sarah 
Affirmative action policies in Zimbabwe have not been affected by globalization. We still see a 
majority of Black people who are qualified occupying positions of influence. Once in a while, 
with Chinese and Indian Companies there is an indication of Dual management where a Chinese 
and A Zimbabwean occupy the same position. The Zimbabwean work environment is indicative 
of more black people in positions of influence since the introduction of Black Zimbabweans 
preferential policies. 
 
In circumstances like mentioned above where a company has dual leadership, it has been evident 
that the Chinese or Indian manager in a dual relation has more say in workplace decisions than 
the black counterpart which has led to more unfavourable conditions for the Zimbabwean 
employee. For example a Black managing director cannot make concrete decisions but their 









Q4. What impact has globalisation had on labour relations in Zimbabwe? 
Sarah 
Technology introduction has led to drastic workplace changes; companies are moving from 
doing work manually to doing it more digitally hence we see a lot of layoffs for example in 
banks. In developed countries most people do their banking digitally where as in Africa most 
people manually do their banking. The introduction of international banking has seen the 
retrenchment of most bank staff, thus increasing unemployment. There is a continuous growth of 
virtualization of work there by an increase in desensualization of work and also increase of 
autonomy by international companies.  
Globalization has contributed to my attaining of knowledge as far as technology is concerned. 
However, due to the increased competition on the international market with Chinese producing 
commodities at a lower price, I have experienced being paid at a lower rate than counterparts in 
developed countries. 
 
Are employers and employees satisfied with the current labour relations environment in Zimbabwe, 
particularly in the wake of globalisation? Please elaborate. 
Sarah 
Employers and employees are not satisfied; Employees feel that their labour is being exploited 
due to low wages offered to them even though they have benefited from the technology. 
Employers: have an obstacle of Zimbabwean legislation which is rigid to international investors 
as it seem like its more favourable to the employee than employer. 
Q5. What mechanisms could address the challenges of globalisation in 
the sphere of labour legislation and employment relations in Zimbabwe? 
Sarah 
Given the opportunity, I would coin policies that are receptive to the Investors whilst protecting 
the employees. A relationship is not supposed to be one sided. If employees have rights, it must 
follow that employers are also supposed to have rights. 
I would try as much as possible to make sure that the issue of cheap labour is not exploited, try to 
at least offer salaries within the same range for domestic and international employees. I would 
still make sure that black people get the opportunity to make decisions in the organizations as 
long as they are qualified for the positions. Stick to black empowerment. 
 
What do you think employers and employees should do to mitigate the effects of globalisation at a 
workplace level in order to achieve harmonious employment relations?   
Sarah 
Employers should put in place policies that are considerate to the plight of the employee. 
Employees are also supposed to understand that businesses are established to run a profit and 
should be remunerated for work done. Other employees do not perform well at work but still 








From your previous experience, either as an individual or in practice, what strategies have you 
implemented to address challenges posed by globalisation in the area of employment relations? 
Sarah 
Forming of strategic alliances with international companies as a local company to gain vast 
knowledge, embracing diversity, travelling more – as an individual from a developed country, 
travelling more to developing countries gave me an insight on how business is conducted and a 
milestone on how we can transform Zimbabwe into a better business environment. 
Business Process Re-engineering – when I used to work in the Bank, the bank redesigned its 
structures to make them flatter, thus making it easy to escalate issues. The bank also concentrated 
on a certain market thus reaping more profits at the same time presenting employees an 
























Annexure 19 – Lucia’s Journal 
 
Participant Journal Participant 14 – HR Manager 
Venue of interview: Masvingo 
Industry of person: Retailing /FMCG 
Job Title/Capacity: Human Resources Manager 
Gender: Female 
Experience in the field: More than 15 years 
Q1. What impact has globalization had on labour legislations for employees in Zimbabwe? 
Lucia 
Increased cultural diversity – hence non-discriminatory regulations in the workplace. Training 
policies – managers have had to implement policies that offer training to existing employees to 
make sure everyone can accept one another. 
 
What, in your view, has the impact been of globalisation on labour legislation in Zimbabwe? 
Lucia 
The impact has been positive due to increased demand for improved workplace standards. 
Zimbabwe has had to adopt a more western standard in terms of proving better workplace safety 
and increasing workplace standards. An example is s104(4)(a) of the Labour Act where 
employees are allowed to go on collective job action to avoid any occupational hazard which is 
reasonably feared to pose an immediate threat to the health and safety of the persons concerned. 
Protection of employees against discrimination. 
 
In my view, globalisation has contributed positively to labour legislation that protects 
employees’ interests in Zimbabwe. The reasons are as follows: 
Lucia 
It has enabled employees to have freedom of association and the protection of the right to 
organise. These principles are contained in International Labour Organisation (ILO) convention 
No. 87 and have in turn been codified in Zim legislation, s4 of The Labour Act (Chapter 28:01), 
and the Constitution. It has enabled employees to have a platform to negotiate for better wages 
and working conditions through the right to organise and collective bargaining. ILO Convention 
no. 98 of the Right to organise and collective bargaining has been envisaged in s74 & 75 of the 
Labour Act. Codification of the principles of substantive and procedural fairness, s4 of S1 15 of 
2006. Also complies with ILO Convention 158 on Termination of Employment, Article 4 which 
provides that the employment of a worker shall not be terminated unless there is a valid reason 
for such termination connected with the capacity or conduct of the worker or based on the 
operational requirements of the undertaking, establishment or service. Right to maternity leave, 
Convention 183, Maternity Protection Convention which has been codified in s18 of the Labour 






Q2. How has globalisation influenced workplace regulations for employers in Zimbabwe 
Lucia 
It has negatively influenced workplace regulations relating to employers in that it has made it 
difficult to hire and fire. For example, where an employee is underperforming s/he can’t just be 
fired, s/he must be given a chance to improve. Kwangwari v CBZ case. To a greater extent, 
globalisation has not facilitated the codification of employers’ interests in Zimbabwean labour 
legislation. The codification is pro-employee more than it is pro-employer, due to reasons as 
highlighted above. However, to a lesser extent there is codification of employers interests e.g., in 
prior to Labour Amendment Act No. 5 of 2015, it was so difficult for an employer to retrench an 
employee but due to the amendment an employer can retrench even one employee. The process 
is no longer as cumbersome and any employer can afford to pay the minimum retrenchment 
package, an employer can even apply to be exempted from paying s12C (3). 
Globalisation has negatively affected employers’ interests as highlighted above. Lots of time is 
spent by workers organising union activities which at times may not be necessary. In a way 
though, employer’s interests have been affected positively for example reduced financial burden 
when retrenching employees. 
Q3. How have aaffirmative action policies in Zimbabwe’s labour relations been influenced 
by globalisation? Lucia 
Women were previously underrepresented in the corporate ladder. Due to globalisation, we have 
legislation that prohibits discrimination of women s5(2) of the labour act prohibits discrimination 
against gender. Also s5(2) (2a), no employer shall fail to pay equal remuneration to male and 
female employees for work of equal value. 
Workplace relations have been impacted positively by the combined effect of 
globalisation and affirmative action policies. This is because: 
Lucia 
We now have equal pay for equal work. Discrimination has been prohibited. There is now 
increased diversity in the workplace as there are equal opportunities despite race, colour, religion 
etc. Employees now have the opportunity to pursue careers they may never have considered 
without affirmative action policies. E.g. female CEOs. Affirmative action policies and 
globalisation thus help to break glass ceilings. Stereotypes have been reduced due to the fact that 
affirmative and globalisation creates interactions between groups that may not choose to interact 













Q4. What impact has globalisation had on labour relations in Zimbabwe? 
Lucia 
In a way globalisation has positively affected workplace relations between employers and 
employees. This is because it has created a platform where employers and employees can 
negotiate on issues that affect them through collective bargaining. It has however also affected 
these relations negatively, for example most employees do not have job security as most 
employers are now hiring on fixed term contracts which are easy to dispose. 
What is it like for you working in the current Zimbabwean labour relations environment, 
particularly in view of globalisation as it relates to employment relations? 
Lucia 
For me it’s a bitter-sweet feeling. Bitter because of such things as lack of job security. Sweet 
because there are ways of engaging the employer and remedies for unfair terminations. 
Are employers and employees satisfied with the current labour relations environment in 
Zimbabwe, particularly in the wake of globalisation? Please elaborate. 
 
Lucia 
Both parties are not satisfied. Employers think the current labour relations favour employees 
while employees feel that it favours the employer. 
Q5. What mechanisms could address challenges of globalisation in the sphere of labour 
legislation and employment relations in Zimbabwe? 
Lucia 
I would strike a balance between that which is pro-employer and that which is pro-employee. For 
example, it has been made easy for employers to retrench employees but there is no balance 
because the employees can go with peanuts (minimum retrenchment package of one month’s 
salary for every two years worked) or the employee can actually go with nothing if the employer 
chooses to apply for exemption. In as much as it is easy for the employer to retrench, the 
employee must be given a reasonable package that is worthwhile. 
What do you think employers and employees should do to mitigate the effects of globalisation at 
a workplace level in order to achieve harmonious employment relations?  
 
Lucia  
Employers and employees should always negotiate in good faith, taking into account the interest 










From your previous experience, either as an individual or in practice, what strategies have you 
implemented to address challenges posed by globalisation in the area of employment relations? 
 
Lucia 
Effective Communication - communicating change so that everyone understands it, believes in it 
and knows what it means for them. Being global but acting locally by ensuring the local voice is 
heard. 
 
Training & Development - equipping employees to be able to respond to changes (posed by 
globalisation) so they become learners rather than feeling victim to what is happening around 
them. 
 
Education and multi-skilling - better education also allows less-skilled and lower-income groups 
to benefit from the opportunities that globalisation and the new technologies bring. 
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